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1. Executive summary
1.1

The project

WBL Guarantee is a 3 years project aiming to develop, design and validate two
curriculum programmes for the professional development of "in-company tutors" (SMEs)
and "job-counsellors/professionals" (public/private sector) working with WBL measures in
Europe.
The project identifies the new contexts (both in terms of current European labour market
conditions and in the WBL measures and programme delivered) that are impacting upon,
and therefore changing, the traditional roles of employers/mentors working within SMEs
and employment counsellors and professionals working in VET/employment agencies asking
for an enhancement of their skills and capabilities - with corresponding challenges for how
this occupational profiles are to be developed, trained for and accredited across Europe.
The project therefore sets out a work programme and a series of deliverables (‘intellectual
outputs’) that will meet this challenge. It brings together 5 partner Countries and 11
Organisations representing WBL Alliance in Europe and coming from different sector: Public
Authorities with regulatory capabilities for VET/ALMPs; VET/Employment agencies and
providers; Social Partners representing SMEs and University. All the partner organisations,
with different roles and ways are involved in WBL measures at National and European level.
The project will look at reinforcing and up skilling the in-company tutors and jobcounsellors’ competences. WBL will aim to develop two curriculum programmes through a
number of best practice ‘models’ , ‘tools’ and mobility programme which the successful incompany tutors and job-counsellors can incorporate into their work with job seekers,
learners and apprentices/trainees to ensure successful sustained WBL outcomes.

1.2

About In-company tutors Job Counsellors/Professionals working
with WBL schemes
The research has been undertaken specifically to inform the needs of the ‘WBL’

project target group. Keeping in mind that the quality of guidance depends on the training
and the competences of guidance professionals/counsellors, we are focused on the two
main characters involved in the work-based learning schemes:


In-company tutors, intended as a member of the hosting company

who is

responsible for the teaching and supervision of a people in a work-based learning
schemes in that company. They may be:

o employees of the company who have, among their duties, the role to assist
the intern/trainee/apprentice during the WBL experience
o the employers themselves who take the responsibility to guide the
intern/trainee/apprentice in their pathway.


Job Counsellors/Professionals working with and aspiring to work with WBL
programmes in private and public organisations (sending organization). They could
include:

o Counsellors and tutors involved or wishing to be involved in WBL
programmes working in public employment centres;
o Advisers, tutors or trainers in WBL schemes working in a VET organization or
private employment agencies;
o Staff providing information, advice and guidance to job-seekers and
companies, and supporting both in the realization of WBL pathways;
o Staff with responsibilities for arranging work experience, job ‘tasters’,
traineeships, or apprenticeships with employers, or who have any
responsibilities for liaising with companies and providing assistance during
the WBL programme.

1.3

The research and country analysis
In order to inform the subsequent design and development work in WBL

GUARANTEE each partner undertook a national study using a range of methods. Partners
were provided with a report template in order to ensure a common approach to the writeup of findings and a common format from which findings could be compared and analysed.

Qualitative and, where appropriate, quantitative data was gathered for the research
purpose in order to provide:

- the current stage of development of WBL models in the partner countries, key drivers of
change arising from the European Alliance for Apprenticeship (2013), Europe 2020, ET2020
and national economic development strategies and inclusive VET/ ALM policies, and how
these are actually, or potentially, shaping the role of in-company tutors and
counsellors/trainers and as they are altering (trends) and adapting to the new market
conditions in the VET and ALMP sector;

- how the different VET and ALMP systems and NQFs impact on the occupational profiles of
those currently undertaking the in-company tutors (SMEs) and counsellors/trainers in
public/private sector role in individual countries; the situation regarding professional
practice and licences and the alignment of these national practices to the EQF;

- the incidence, relevance and content of current professional development and training
options to develop competencies in the two roles, including an analysis of

what

counsellors/trainers are offering (on the job and off the job), and the needs of the labour
market/employers with the supporting measures that make WBL more attractive and
accessible to SMEs;

- the right skills/competences for in-company trainers responsible for training/mentoring
learners with the description of the job profile and occupational standards that capture the
competencies required to effectively carry out the service function based upon known good

practice as identified through the Individual Country Reports - (it will be propaedeutic to
design the training programme);

- the right skills/competences required in each partner country by the VET/ALMP
counsellors/trainers working in partnership with companies with the description of the job
profile and occupational standards that capture the competencies required to effectively
carry out the service function based upon known good practice as identified through the
Individual Country Reports - (this will be propaedeutic to design the training programme);

- Accreditation and Certification options on offer in partner countries to validate the initial
and continuous professional development of two profiles by training program.

The research consisted of two types:


Secondary data and desk research – each partner has identified relevant research
studies, directories, statistical data from official and other publications, policy
statements, programme guides and other material.



Primary research –in the form of surveys (and, if appropriate, focus groups)
conducted face to face, by telephone or through an email questionnaire in cases of
respondent preference and case studies.

We set out in the section below an overall summary of the comparative situation and how
variances in national contexts can be surmounted in order to properly elaborate the WBL
approach in a way that is commonly understood across the partners.

2. Findings – Professional roles and challenges of WBL
schemes in Europe
The purpose of this research work is to identify similarities and differences between
the legislative frameworks and practices that shape the various forms of work-based
learning in Europe. Our objective was to define, through the collection of bibliographical
references, personal experiences and insights gathered through a series of interviews
conducted with the most important stakeholders, a pathway for the development of two
new job profiles, whose curriculum programmes will be developed over the course of IO2
and IO3. This purpose was followed setting up a series of desk researches that had the
ambition of putting in comparison the WBL regulatory systems in Italy, Spain, Poland and
Cyprus. Finally, two case studies concerning examples of good practices were collected, in
order to provide a virtuous example that could be used as an inspiration for the
construction of our tool.
After the desk research, partners in Italy, Cyprus and Spain worked together for the
collection of a series of surveys that had the purpose of gathering the opinion of
stakeholders (WBL users; sending organizations; hosting organizations) on the different
forms of WBL, their potentialities and shortcomings. The main focus of the research was put
on the role of tutors in sending organizations (job counsellors and trainers) and in hosting
organizations (company tutors or in-house tutors), with the purpose of understanding which
was the general idea concerning what strategies and measures could conduct to an
empowerment of this profile, defining a pathway for the development of new specific skills,
knowledge and competences.
At first, it is important to point out how the correct implementation of WBL
instruments at their full potential represents in the eyes of all stakeholders a fundamental
passage to pursue a stronger economic stability and boost economic growth, both at the
micro- and macro-level. In fact, in all the countries considered in our research, youth
unemployment still represents a substantial problem, while skills’ mismatch strongly affects
the labour market. In fact, Spain and Italy are two of the countries where youth
unemployment is amongst the highest in Europe, at 38,6% and 34,7% (Source: Eurostat,
2017). In Cyprus this percentage is still high (24,7%), while in Poland, despite the low rate of

general unemployment (between 5% and 7%), youth unemployment is high as well, at
14,7%. A correct implementation of WBL measures could boost growth and favor the
increase in youth and overall employment, strengthening social inclusion and accompanying
the slight and inhomogeneous signals of recovery showed by European economies over the
last years.
Over the course of the last decade, with the purpose of defining a strategy for the
recovery from the economic crisis, the EU member states have started implementing
legislations aiming to raise awareness of the need to create a stronger alignment between
the competences and labor market demands. A set of measures have been also addressed
to meet the needs of enterprises and provide more opportunities to under-qualified
individuals, who were not able to find jobs in line with their background. In this situation,
strengthening the opportunities provided by WBL instruments – namely apprenticeships,
internships and VET – represent a valid way to compensate the aforementioned issues. In
this landscape, the role of the tutors has a fundamental importance, both as a guidance for
WBL users and as a connector between the normative framework and the job market.
In our comparative research, it was possible to note a widespread tendency to
centralize decision-making policies for what concerns education: this situation is particularly
true for what concerns Spain, Poland and Cyprus. Nevertheless, a significant exception is
represented by Italy, where regions play an important role in defining policies and
implementing these measures. The Lazio Region, namely the Region where the majority of
bodies from this research come from, represents one of the contexts in which the legislative
framework concerning these instruments is more developed. We can consider the detailed
discipline which has been approved for VET, by the VET dual system, recently implemented
by the State Region agreement1, as well the regulation for internship and how they have to
be structured (the FPI and other prevision).
It is not easy to set common denominators for what concerns the different national
normative framework related to the figure of tutor. In each of the analysed countries, the
legislative framework interacts with informal practices: the role of tutor is in fact generally
played by a figure working within the hosting company (generally an employee or a
1

Regions-State Conference of 24 September 2015.

managing figure, in smaller enterprises also the leader of the company), while generally the
tutor in the sending organization is one of the professors of the university or school from
where the intern/apprentice is coming. In Spain, according to what established in the Royal
Decree n°592/2014, the tutors are in charge of ensuring the correctness of the
internship/apprenticeship procedure, taking care of the compliance of the WBL with
contracts and rules. In the Italian case, according to the Art.10 of the Reg. n.7 of the Lazio
Region (29 March 2017), the figure of the tutor must represent the trait d’union between
company and sending organization, promoting the success of the traineeship, guiding them
through a monitoring opera.
In each of the analysed countries, however, the figure of tutor is not strictly
regulated: in many cases, the role of tutor is played informally by one of the employees of
the company or by a professor, in those cases where the sending institution is a school or a
university. The obligations and responsibilities that tutors have to follow in doing their job
would call for a proper qualification of these figures. As specified by the Italian legislation,
the “role of tutor should be played by an experienced worker with adequate professional
competencies”, who can accompany “a maximum of three interns simultaneously”. In
Poland, the Regulation of the Minister of National Education on vocational training has
attempted to formalize the figure of the tutor: these figures are required to “demonstrate
required qualifications […] and also knowledge in respective areas”, taking part to
“professional development activities”. In Cyprus the situation is slightly different: there is
not a well-defined figure of tutor, but a “placement consultant”, who has got the task of
using personalized approaches to “match the skills of the job seekers with the requirements
of the company and to design a training programme within the company”.
According to the information collected in the primary research, stakeholders
perceive (with a limited quantity of exceptions) the presence of a tutor as an essential
element for the equilibrium of WBL activities. Work-based learning may represent an instrument
of great potential to support an optimal blending of learning and work, but the complicated nature
of this relationship makes it fundamental to individuate figures who could act as brokers between
the two. In all the context we take into account, tutor discipline is well ddetailed for what

concerns their preparation, tasks and academic background. Nevertheless, their preparation

is not always the one established by the law, and the skills they are required by companies
are the following:

1) Personal skills, such as patience, willingness, communication and coaching
skills,
2) Professional skills, such as knowledge of the field and of its role, in order to be
able to transfer those competences to trainees.

Participants to the surveys highlighted the importance of the combination of
theoretical and practical training/learning, competences that need to be strengthen trough
the academic background. These competences are crucial for trainees to: 1) better perform
their role and, as a consequence 2) increasing the chances to be hired 3) strengthen the
overall programmed of WBL instruments, showing their outcomes 4) restoring European
economy as a whole. A stronger relation with competent in-house tutors could help
trainees, interns and apprentices in performing better and gaining stronger results.
Moreover, the surveys have highlighted how there is a strong need to increase the
effectiveness of the actions aimed to “harmonize timing of collaboration and the
passage of documents from one territory to another”.
Primary research also outlined a number of data which were common in all
cases: interviewed representatives of companies in the three nations pointed out:
companies have general problems with the activation and the bureaucratic
management of internships; companies perceive that the average educational level
of apprentices/interns is often not satisfactory; the role of tutor is usually played
by an experienced worker of the company, who by the way does not have specific
training or qualifications to be a tutor. By offering a pat hway for the creation of a
specific job profile of in-house tutor or sending organization tutor, WBL Guarantee
tries to provide a solution to all these problems, allowing employees of a company
to gain knowledge that could help them in managing WBL in the most effective way,
supporting them in the elaboration of a useful formative project for the trainees
and helping them to understand how to develop a fruitful relationship with the
other tutor.

In Germany, as specified in the Sixth section of this report, “vocational
guidance and counselling in Germany is based on a shared responsibility of different actors,
especially the schools (state sovereignty) and the Federal Employment Agency”. A similar
situation provides virtuous examples for what concerns the role of guidance of the tutors,
who are not only called to follow the experience of the WBL users, but also to address their
career:


They have to recognize the potential of the individual, addressing his career
choice



They get to know the different professional fields through professional field
exploration



They are able to put students in contact with the better working
environment, in order to do successful internships

In the German case, tutors in sending organizations are perfectly integrated into the
scholastic development of the students, and are able to follow their growth also before the
start of the internship, providing them “information and guidance regarding future
perspectives, income, further training”. Moreover, also companies play a key role, thanks to
a close cooperation with the federal government, the federal states and the social partners:
in this system, dual vocational training offers a great “combination of company practice and
vocational school” that allows students to pursue many different career paths. In this path,
students are helped by a wide array of tutors and mentors:


Employers have the role to enable a comprehensive and highly qualitative
vocational training, under the supervision of local chambers;



Company trainers/instructors are qualified personnel (they generally have an
instructor license) enabled to work with students and provide training,
supporting the students in their growth



Teachers in professional schools follow a specific university path
(Berufspädagoge–Vocational educator) and are also asked to provide
personal and psycho-pedagogical support to students.



Guidance and counselling practitioners are asked to provide vocational
orientation and career guidance in coordination with the school; moreover,
they offer support both during and at the end of the vocational training,

helping students in their transition to a stable employment or in the phase of
vocational re-orientation.


Chambers of commerce also provide different forms of assistance to
students, working as a mediator between them and companies in case of
problems and providing official certifications.

As specified in the report, “every year about half of school leavers in Germany decide on
dual vocational training”. They then learn in two places, in the company and in the
vocational school. Therefore, apprentices are both employees and pupils. They conclude a
training contract with a company. The German dual system allows the country to keep the
rates of youth unemployment at the lowest level in all Europe. This virtuous example helped
us in shaping the curricula for the figures of in-house tutor and sending organization tutor,
presented in annex to this report.
Work-based learning plays a double function in guiding professional growth of individuals.
On one side, it represents a fundamental chance to acquire important information that will
be crucial for the development of knowledge about jobs and work and for the
understanding of which pathway must be followed. On the other side, it provides
comprehension of the strategies that must be pursued in order to have access to new skills,
competences and accreditation. Bearing this purpose, the WBL Guarantee project is to
broaden the section of individuals who may potentially benefit of this specific kind of
tutorial assistance, including also persons that are cut off from traditional channels of
employment, in particular unemployed adults or individuals who decided to change their
professional career in a late phase of their lives, providing interesting strategies to address
labor market imbalances. With this objective, WBL Guarantee aims to develop a
standardized training pathway for in-company tutors and job counselors/ professionals in
public and private employment/vet service.

3. Desk Research
3.1

ITALY

A. Introduction
In Italy, work-based learning may be divided into three broad categories:
apprenticeship, separated into three levels as we will analyze later; internship, divided in
curricular and extra-curricular; the VET system, as introduced by the Legislative Decree
n.81/2015, that is also enabled by the in-company traineeship regulated by Law 28 March
2003, n. 53 and by the following Legislative Decree 15 April 2005, n.77.
In the recent years, the need to put a stronger emphasis on the organic ties between work
and training has brought legislators to concentrate their efforts on the reform and
redefinition of the mechanisms of WBL enforcement, balancing the prerogatives of State
and Regions, increasing the incentives for enterprises who hire apprentices and interns and
intervening on educational and normative standards.
These transformations aim to respond to external and internal changes: on one side, they
were meant to comply with the request of the European Council who, back in 2014, asked
our country to favour “the strengthening and widening of practical learning, increasing the
provision of education, professionalization and work-based apprenticeship”.
On the internal side, in the years of economic recession and gradual recovery, the Italian
government had to look for different ways to favour new recruitments by the companies.
This was made through the modification of apprenticeships and internships, “institutions
that had historical problematic in our country” (Balduini et al, 2016).
These reforms were based on the need to balance demand and offer, putting remedy to one
of the most longstanding issues of the Italian labour market: the so-called skill mismatch,
that is the non-alignment between the most diffused workers’ competencies and the
market requests. According to OECD data, 21% of Italian workers is under-qualified, while
18% has the opposite problem: the excess of qualifications in relation with its work.

Moreover, 35% of workers is active in a sector different from the one pursued during their
study career (OECD, 2017).
An accurate definition of the various forms of WBL allows the creation of instruments that
could compensate these unbalances, putting trainees in direct contact with the working
environment and giving them the chance to test their abilities according to a specific area of
application (Glass et al, 2002). An adequate application of these institutions may help
workers in gaining new knowledge and competences that can help them in developing their
working career in the proper direction, reducing the skill mismatch and the study
abandonment rates (Cedefop, 2014; Ugochukwu, 2013).
In this research, we will trace a general outline of the system, presenting the most
important dispositions that defined the normative framework and the regional regulations
that intervened to set the prerogatives of the various actors and institutions active in this
process. Our objective is to underline the national “best practices”, both in the private and
public sectors, providing guidelines to those who will intervene in the future to define new
policies.

B. Current development of WBL models in Italy
The Legislative Decree n.81 of 15 July 2015, the so-called “Jobs Act”, represents the
main normative reference within the Italian legal framework. It is an attempt to put a
balance between the various forms of WBL active in Italy and support a process of “reform
of the programs for Vocational and Educational Training (VET), with the purpose of
strengthening the ties between enterprises and training institutes” (Marcone, 2016).
The Decree abrogates the previous “TestoUnico” for apprenticeship, the Legislative Decree
n.167 of 14 September 2011, establishing an organic discipline for job contracts. The Decree
separates apprenticeship in three substantial typologies, on the basis of objectives, involved
subjects and normative profiles: the apprenticeship for professional qualification and
certification, the diploma of secondary superior education and technical specialization (I
level); professionalizing apprenticeship (II level); the apprenticeship of high formation and
research (III level). The element of novelty introduced by the Decree is represented by the

definition of new borders between the various typologies: apprenticeship is now also
related to Secondary superior school titles and technical specialization, while
apprenticeships of third level comprehend exclusively University education and research,
and the apprenticeship for access to closed professions (Balduini et al, 2016).
The experimentation of the VET dual system is introduced by a new Agreement reached in
the Joint Conference State-Regions of 24 September 2015, in order to enable what was
established by the Legislative Decree 81/2015 and answer to substantial needs: favouring
the formation of technical-professional figures of particular strategic relevancy, empowering
regional training institutions and enhancing their relation with the labour-market. The
learning phases have to be defined accordingly with the professional demands of the
hosting institution, on the basis of the competencies provided by the trainee. A similar
scheme responds to the specific need of giving new centrality to learning during
apprenticeship; creating cooperative relations between school and enterprise; increasing
the educational role of small and medium enterprises (Marcone, 2016).
For what concerns internships, Italian law divides it in two broad categories:


curricular (those unrolled under the guidance of the scholastic and/or educational
institution, during a study course or as part of a formative path);



extra-curricular (those taking place outside the learning phase and designed to
provide a specific orientation to work, favouring the first access or a return in the
labour market.

Both these categories are regulated in our juridical framework by a series of agreements
and laws. Main reference points are the Art. 18 of the Law 196/1997 and the Art. 1, comma
34, of the Law 92/2012; the latter Law established that “within 180 days from the date of
enforcement of the present law, Government and regions will conclude […] an agreement
for the definition of shared guidelines concerning educational and vocational traineeships”.
This provision was followed by a first agreement in Regions-State conference of 24 January
2013 and a second agreement stipulated on 25 May 2017.
The guidelines have contributed to review the discipline of internships, with the purpose of
developing new contractual forms with an educational content; they foresaw actions and
interventions aimed to prevent and contrast a distorted use of the institution, also through

the constant definition of the modalities of the internship; they recognised the qualifying
elements of the internship, and the consequences of their absence; they recognised an
indemnity, also in flat form, according to the unrolled task.
Lazio has been one of the more active regions in the definition of a new juridical framework
concerning the various forms of WBL. The regional regulation n.7 of 29 March 2017 defined
the learning profiles of apprenticeship, in order to enact the new discipline approved by the
Legislative Decree n.81/2015.
Moreover, the Lazio Region supports initiatives of active policymaking in support of
employment, among which are comprehended extra-curricular internships, intended as
learning paths unrolled on the workplace. Internships allow the activation and update of
professional profiles, competencies and knowledge. Even without configuring a specific
work relation, they give the possibility to keep in contact with enterprises and job providers,
establishing favourable conditions for a first access or a return in the labour market, also for
those who are looking for new occupational paths. The Lazio Region supports the
continuous process of update of internship regulation, already started with the adoption of
the Deliberation of the Regional Council 199/2013, with the purpose of pursuing:
a) the quality of the learning objectives;
b) the transparent monitoring by hosting and sending actors of their attainment;
c) the adequate control activity, in order to contain the risk of distortions in the use of
internships.

Extra-curricular internships have been regulated by the Deliberations of the Regional
Council n.199/2013 and n.533/2017. The latter provision – which abrogated the former increased the gross monthly indemnity for interns form 500 to 800 euros, determining a
minimum length of 2 months and a maximum of 6 months for internship in favour of:
a) Unemployed workers, according to the Art. 19 of the Legislative Decree 150/2015;
b) Workers who benefit of instruments of wage support during a work relationship;
c) Workers at risk of unemployment;
d) Employed individuals who are looking for a new job.

An internship of 12 months may instead be provided to:
a) Individuals in position of disadvantage according to the National Law n.381/1991;
b) Individuals requiring international protection and holders of the refugee status
according to the Decree n.21/2015;
c) Victims of violence or exploitation by criminal organizations and subjects who have a
regular residency permit for humanitarian reasons, according to the Decree n.
286/1998;
d) Victims of human trafficking, according to the Decree n.24/2014.
For individuals with disabilities, the total length could reach 24 months. Shorter lengths are
foreseen for internships related to seasonal activities (for which the minimum length is one
month) and for internships addressed to students and during summer, for which the
minimum length is 14 days and the maximum is 3 months. The provision defines the
insurance warrantees and the maximum number of internships that could be activated by a
hosting organization, binding their number to the number of interns hired by the company
over the course of the previous 24 months.
Finally, the Region adhered to the national experimentation of the VET dual system, as
agreed by the Regions-State Conference of 24 September 2015, concerning the
experimental project “Actions of support, development and enforcement of the dual system
within VET”. In relation with this agreement, the Region approved, through the Deliberation
of the Regional Council n. 231 of 10 May 2016, the guidelines “Actions of experimentation of
the dual system in the Lazio Region”.
With this project, the Region experiments the dual system through VET pathways of three
years plus one, finalized to the acquisition of a qualification and professional diploma. These
pathways, that could be activated with the experimentation of the dual system, have the
double function of contrasting the phenomenon of scholastic abandonment and,
simultaneously, favour the qualified access of students in the labour market, giving them
the possibility to obtain a title of studies also through the contract of apprenticeship of First
Level.

C. Main actors and professionals involved in WBL schemes in Italy
The discipline of extra-curricular internships:
a) individuates the organizations who can promote internships within the Lazio Region:
employment centres and regional agencies for employment; institutions of state and
non-state education enabled to provide academic degrees and AFAM; state and nonstate institutions who can provide legally recognised qualifications; Foundations for
Superior Technical Formation; public centres of professional training accredited or
contracted with the Region; therapeutic communities, auxiliary and social
institutions inscribed in the respective boards; services for employment for disabled
persons; non-profit private educational institutions authorized by the Region;
subjects accredited to services for employment; labour-orientation centres;
healthcare companies for subjects who followed therapies for rehabilitation and
social inclusion; subjects authorized by the National Agency to work as
intermediaries; the National Agency for Active Labour Policies (ANPAL);
b) individuates the hosting organizations;
c) determines the numerical limits;
d) defines the modalities of enactment; the duties of the sending organization; the
duties of the hosting subject and of the intern.

Internships take place on the basis of apposite conventions (stipulated by the sending and
the hosting actors), which must include an Individual Formative Plan (PFI), containing the
analytical indication of the learning objectives of each intern, subscribed by the intern, the
hosting and the sending organization. The sending organization must deliver the convention
and the PFI to the intern before the start of the internship.
The stipulation of an apprenticeship contract requires the writing of a PFI, agreed by job
provider and formative institution. The PFI is an integrative part of the apprenticeship
contract and represents the basic document for the formation of an apprentice, providing
an instrument for the definition of a series of key-aspects related to the education of the
apprentice: objectives, certifications and qualifications that must be obtained at the end of
the experience, length of the apprenticeship, timings, factors of success. The PFI may be

changed during the apprenticeship, on the basis of specific requests aimed to simplify the
obtainment of the objectives, with respect to the programmed interventions and the
normative frameworks. However, if it’s necessary a change of the final qualification or
certification, the creation of a new PFI would be needed.
Within this process, tutors play an essential role, both in the company and in the sending
organization, working as intermediaries that make the success of the training experience
possible. The dialogue between sending and in-house tutors is a necessary step for a
positive cooperation between the parts and for the success of the apprenticeship.
Generally, it is a duty of the leaders of the enterprise to designate a tutor within the
company, or to decide to keep that role for themselves (Cedefop, 2017).According to the
Art.10 of the Reg. n.7 of the Lazio Region (29 March 2017), the figure of the tutor must
represent the trait d’union between company and sending organization, promoting the
success of the traineeship, guiding them through a monitoring opera.

D. The role of the professionals working in sending organization in Italy
As already specified, for what concerns extra-curricular internships, two tutors are
foreseen: one individuated by the promoting subject, one by the hosting subject. A tutor of
a sending organization has to provide the following services:
a) contributing to the elaboration of the PFI, in collaboration with the hosting subject
b) coordinating the organization and program the internship pathway
c) monitoring the progress of the internship, guaranteeing the respect of what written
in the PFI and with the purpose of ensuring the satisfaction of all the parts
d) coordinating the creation of the individual dossier, on the basis of the indications
provided by the intern, and of the final qualification
e) following the experience of the intern, in reference with the possible prosecution of
the relationship with the hosting organization.
Each tutor can support a maximum of 20 interns simultaneously. This limit is not foreseen
for the promoting subjects who activate internships at the same hosting subject with the
same formative goals. The Lazio Region could set different limits for internships funded

through public announcement. The definition of a process for an adequate integration will
be one of the most important steps for the building of a pathway that could help preventing
the abandonment of internship and favor the effectiveness of the experience.
In relation with the 1st level apprenticeship, the role of the tutor is directed to the
promotion of the formative success of apprentices, with the purpose of favoring the didactic
and organizational connection between educational institution and enterprise. The tutor
will follow the apprentice, supporting his relation with the educational institution,
monitoring his accomplishments and intervening in the beginning, intermediate and final
evaluation of the apprenticeship path.

E. The In-Company tutor role in Italy
In relation with extracurricular internships, the hosting subject has to designate a
tutor who will support the intern in the working place. The tutor will be chosen between the
employees of the hosting subject and will be responsible for the integration and support of
the intern on the working place for all the time foreseen by the PFI. In order to guarantee
the attainment of the internship objectives, the role of tutor should be played by an
experienced worker with adequate professional competencies. Each tutor of the hosting
subject can accompany a maximum of three interns simultaneously.

The tutor of the promoting subject and the tutor of the hosting subject will collaborate to
a) the definition of the organizational and didactic conditions which are favorable for
the formation;
b) the monitoring of the educational pathway of the intern, through modalities of
verification that will be applied during and at the end of the entire process;
c) the traceability of the documentation and attestation of the activities unrolled by
the intern.
In relation with the 1st level apprenticeship, as already specified in the previous chapters,
the role of the in-company tutor is essential in the VET system. According to the Art.42 of
the Legislative Decree n.81/2015, the presence of a tutor or in-company referent represents

a binding element for the start of an integration process of a worker-learner within an
enterprise through an apprenticeship contract.
Theoretically, the in-company tutor is a figure endowed of particular experience in his
working sector, with specific preparation for the application of teaching methods addressed
to the formation of the worker-learner. The tutor has to be capable of communicating,
working in team in an effective and productive way and planning his activity in function of
the objectives that have to be reached (development of knowledge and capabilities of the
resource that has to be integrated).
The Inter-ministerial Decree of 12 October 2015 affirms that every enterprise interested in
the hiring of an apprentice has to prove its structural adequacy to this eventuality: together
with the needed spaces and technical capabilities for the realization of the learning
activities, it is necessary to guarantee the availability of internal figures capable of being an
in-company tutor. The tutor has to act as a guarantor of the educational success of the
apprentices, playing the role of didactic connection between enterprise and learning
institution.
The in-company tutor has to develop a synergy with the formative tutor, collaborating for
the definition of the individual dossier of the apprentice, documenting the activities played
and the competencies acquired, certifying their conformity with what was initially defined in
the PFI. Both the tutors will guarantee a shared project-definition between learning
institution and company, cooperating to the definition of the final dossier.

3.2

SPAIN

A. Introduction
Creating opportunities for high-quality work-based learning builds one of the most
important stepping stones of current European education and training policies.
In February 2013, the European Council confirmed that the highest priority should be given
to encouraging youth employment and invited the Commission to establish a “European
Alliance for Apprenticeships”. It also announced the creation of a dedicated Youth
Employment Initiative, open to areas with high youth unemployment rates, with a financial
support of EUR 6 billion. Despite these commitments, most goals haven’t been achieved so
far. Therefore, efforts are needed to invest in growing the offer of apprenticeships and
traineeships in countries where opportunities for this type of learning remain very limited in
order to truly facilitate youth employment.
In the following report we are going to analyze the responsible bodies and organizations and
the recent trends in the sector. Furthermore, main subjects involved in WBL schemes will be
explained on national level, focusing on Spain and its bigger cities. At the end, we are going
to take a closer look at the requirements for sending and receiving organizations in terms of
the qualifications and accreditation they need.
The main sources used in this report is information from the European Commission, the
OECD and a few other papers that have been published explaining the content in more
detail.

B. Current development of WBL models in Spain
Alternance schemes or apprenticeships are typically known in Austria and Germany
as the "dual system". These are fundamentally based on the integration of companies as
training providers together with VET schools or other education/training institutes. In these
programmes, learners spend a significant time inside the company, often working together
with professionals or assistants. At the same time, usually on certain days a week or for a

specific time period, they acquire general and occupation-related knowledge and often
complementary practical skills and key competences in VET schools or other
education/training institutes. One in twenty staff is an apprentice in Germany and Austria,
but the numbers are far lower in most other European countries, with less than one in every
hundred staff being an apprentice.
A second model of WBL is school-based VET which includes on-the-job training periods in
companies. On-the-job training periods typically cover internships, work placements or
traineeships that are incorporated as a compulsory or optional element of VET programmes
leading to formal qualifications. The duration varies but usually concludes to less than 50%
of the training programme duration (often around 25-30% or less). The reason behind these
type of programmes is that young people get to familiarise themselves with the world of
work and thus facilitate their transition from education to employment. In some cases,
certain projects are necessary to complete as a prerequisite to be able to successfully pass a
VET programme.

Finally, WBL that is integrated in a school-based programme, through on-site labs,
workshops, kitchens, restaurants, junior or practice firms, simulations or real
business/industry project assignments. The goal here is to establish a “real life” work
environment where students can learn a great deal about how to establish contacts and
how to cooperate with companies or clients. Additionally, they get a chance to develop
entrepreneurial competences while maturing their already existing qualities, by showing
them actively how to make use of them. In this model, the school or training centre offering
the service, are mainly responsible for originating those realistic working environments. VET
schools offer school workshops in different facilities like labs, kitchens and restaurants, or
cooperate with business and industry to use their facilities. In addition to that, work in
practice firms and real-life project assignments are frequently used and often form
mandatory parts of curricula. Instructors design activities together with companies to get
the best concept for educating students: they need to develop the skills to work in
multidisciplinary teams and focus on work-process orientation, innovation and creation
processes.

C. Main actors and professionals involved in WBL schemes in Spain
As explained, in WBL models there are usually two sides involved in the action: sending
organisations and host organisations.

Sending organizations can be Schools or for example Universities. They need to be flexible
and malleable if they are to work successfully with businesses and organizations. In order to
establish a good concept, the organization planning to send out their students, needs to be
able to demonstrate that they have something of real value to offer and that they can be
accommodating in terms of fitting in with the employers’ needs. A one size fits all approach
may not do. (David Major) This shows that a lot of work in terms of planning and managing
the process goes into each and every programme, already before it has even started. On the
other hand, the university benefits through increasing its knowledge capital, improving its
widening participation agenda and increasing its students’ number, and providing
opportunities for academic staff to engage more with the world outside the university.

Spain mostly has traditional Universities, although some smaller ones tend more and more
to connect University and Vocational programmes. When talking about work‐based learning
in Spain, it almost exclusively refers to work placements like for example internships.
Spanish universities increasingly incorporate work placements into their curricula, although
this trend is a relatively recent one (Leedsbeckett).

Host organisations are usually businesses and private and public organisations, which take
the opportunity of adding an apprentice in their workforce, whether because they can be
more qualified, they may have concrete information on a new project development, or
because they can bring certain change to the organisation. Some of the tasks host
organisations usually have to perform are providing training methods that ensure that the
apprentice correctly understands what is expected of him/her in the organisation and how
to perform it, assessment on their activities, and feedback provision. (Cedefop, 2011).

According to Cedefop, some of the key competences that all host trainers should own are:



They should be able to set objectives and elaborate plans for period for the joint
work.



Teamwork and coordination skills



Communication Skills: Be accessible for students and supportive.



Provide with appropriate feedback and follow-up/evaluation.



Being familiar with the labour market (trends, training, future...)



Mediation / Conflict Management

Looking concretely in Spain, apprenticeship, which is the most common use of WBL given in
the country, is regulated by the Spanish Law under the “Real Decreto 592/2014” for
University students. According to this law, Spanish students need to have a tutor in the
sending organisation and the host organisation. These tutors will be in charge of ensuring a
correct procedure is being held by both parts, as well as to make sure the student is also
complying with the established contract and rules.

D. The role of the professionals working in sending organization in Spain
According to the Spanish law, professionals working in the sending organisation as tutors
are assigned by the sending organisation. They are assigned according to the internally
established procedures from the sending organisation, although they do have to comply
with certain aspects.
In Spain, there are two different types of internships, curricular and extracurricular:
-

Curricular internship is configured as academic activities part of the Study
Programme.

-

Extracurricular internships can be performed by students voluntarily during their
formation period and they are not part of the Study Programme, although they have
the same aims as curricular internships. However, they appear in the European
Degree Title.

In case the student is going to perform a curricular internship, the sending organisation
tutor must be professor in the University, and preferably he/she will be teaching in the
same faculty, school or University centre in which the student has done his/her previous
academic formation. In case it would not be possible for the tutor to belong to the same
academic place, it is compulsory that the tutor does have a relevant link with the academic
background that is linked to the internship. This means, in order to be a tutor for a Maths
degree student, it is necessary for the University tutor to have relevant knowledge in Maths.
However, if the student is going to perform an extracurricular internship, the tutor only
needs to preferably be professor at the University in a linked subject. This means, the
requirements for this type of internship are not that high.
Tutors in sending organisation have a series of obligations in Spanish law; they need to do
an effective follow-up on the internships, coordinating with the host tutor, authorise any
modifications in the contract, and evaluate the internship.
Although the Spanish law contemplates internships, the reality is that currently there is no
general statement on concrete qualifications or certifications they need to own, apart from
the previously mentioned points related to ownership to a concrete University part. This
means that any professor of the University can be eligible as tutor, as long as the teaching
subject is relevant to the internship.

E. The In-Company tutor role in Spain
The Spanish law also regulates the main points necessary to become a tutor in the host
organisation. First of all, it is compulsory for the tutor to have a concrete link with the
organisation, to have professional experience and the required knowledge related to the
internship. It is not possible for the host tutor to also perform the work of the sending
organisation tutor.

The host tutor has a series of obligations, such as organising the activity that the apprentice
is going to conduct, supervise the activity and provide feedback on it, inform the apprentice

about the organisations’ main functioning and rules, and evaluate the work of the
apprentice during the internship.

However, as happened with sending organisations’ tutors, there are no concrete
qualifications or certifications needed in order to become a host organisation tutor, apart
from having professional experience and knowledge related to the internship.It should be
necessary for them to possess competences such as pedagogical, transversal, or educational
skills, but the reality right now is that none of those concrete points are contemplated in the
Spanish system.

3.3 POLAND
A. Introduction
Polish educational system comprises 16 voivodships, 379 districts and 2479
municipalities. The voivodship level acts primarily as a coordinator of the implementation of
the national education policy and is responsible for executing pedagogical supervision. At
the district level there is a responsibility for upper secondary education that lies within the
hands of District Offices. Finally, the municipalities overlook preschool, primary and lower
secondary education institutions.
It is worth to mention that the cooperation between school and companies is given a lot of
attention. The current financial perspective for years 2014-2020 foresees greater
involvement of companies in identifying and forecasting future skills that would act as
guidelines for better educational offer, closer cooperation of employers willing to organise
practical trainings, stronger collaboration of VET schools with HE institutions. It is also
pushing forward the idea of an on-going and continuous guidance and counselling for all
students regardless their age as well as ensuring professional development of VET
teachers/trainers by undertaking traineeships in enterprises.

The desk research concerns Poland as a whole, as the available reports and data sources
regard the national level. The desk research was done with the use of sources available
electronically.

B. Current development of WBL models in Poland
It is difficult to find clear statistical data on WBL in Poland. It can be stated that there
are three main WBL models used in Poland: school-based education including on-the-job
training periods in companies, school-based programme with on-site labs, workshops and
simulations or real business and internships and apprenticeships. These are the most
general and popular are models, although there is not always a clear division between them.
In general terms, VET at upper-secondary level is mainly school-based while apprenticeship
programmes often coexist with school-based systems and internships are less dependent of
schools.
The first two concern middle education level, especially basic vocational and technical
schools. These are regulated by the ordinance of the Ministry of National Education on
practical vocational training from 2017.
1) School-based VET which includes on-the-job training periods in companies includes onthe-job training periods in companies. On-the-job training periods typically cover
internships, work placements or traineeships that are incorporated as a compulsory or
optional element of VET programmes leading to formal qualifications. The length of those
on-the job training periods depends on the kind of school and programme but usually it is
about 25% of the whole training. They are primarily intended as effective school-to-work
transition mechanisms that allow young people to familiarise themselves with the world of
work and thus facilitate their transition from education to employment. In most cases they
are a prerequisite to be able to successfully complete a VET programme.
2) School-based programme with on-site labs, workshops and simulations or real business is
integrated in a school-based programme. The aim is to create "real life" work environments,
establish contacts with real companies and develop entrepreneurship competences. In this

model, schools or training centres have the main responsibility for creating close to real life
or real life working environments. VET schools are equipped with school workshops, labs or
cooperate with business and industry to use their facilities. Work in practice firms are
usually mandatory parts of curricula. Teachers design learning activities in cooperation with
companies.
3) Internships and apprenticeships. This model is the most popular and the most obvious
form of cooperation between entrepreneurs and the education sector. It concerns higher
education institutions and college students. Apprenticeships and internships are usually
organized with a view to later employment of selected persons from interns or apprentices.
They are a simple form of checking the qualifications of a potential employee, as well as
introducing him into the company's environment, which in the employment situation results
in faster acclimatization in the company. The difference between apprenticeship and
internship lies mainly in the length of given form and the financial benefits. Internship
usually lasts longer (a few months) and are usually paid while apprenticeship lasts shorter.
Another difference is that the social security of persons undertaking internships is covered
by national security system (ZUS), while those on apprenticeship is governed by schools
themselves. While organization and monitoring of internships are often governed by socalled organizer of the internship (it can be any labour market institution or training
organisation that possesses the money for covering the costs of internship 2), the
apprenticeships are based on the integration of companies as training providers and VET
schools or other education/training organisations. During apprenticeships learners spend a
significant time on training in companies where they acquire general and occupation-related
knowledge and often complementary practical skills and key competences.

These models include either high intensity or high frequency, or both, of work integration or
work situations similar to real-life. Such training combines periods in an educational
institution or training centre and in the workplace. The scheme can be different depending
on school or particular curricula. It can take place on a weekly or monthly or even yearly
basis. Apprenticeships are defined as systematic, long-term training alternating periods at
the workplace and in an educational institution or training centre. During apprenticeships
2

The money comes from public funds, either governmental or ESF

that typically include a long-term training period and higher amount of training in the
workplace learners acquire the skills they need for a first step into the labour market, while
employers train their workforce with a view to supplying the knowledge, skills and
competences which they need to stay competitive.

C. Main actors and professionals involved in WBL schemes in Poland
According to one of the biggest recruiting portals (Pracuj.pl), the first three quarters
of year 2017 resulted in almost 8700 offers of internships and apprenticeships were
published by the organisations. The main professional areas sought belonged to financial,
trade, HR, IT and marketing sectors. According to the research conducted by Pracuj.pl,
almost 83% of all students undertook internships or apprenticeships, from which 71,5%
were in line with their qualifications and in 11% not. This proves that these forms of
obtaining professional experience lies within a typical scheme of education for almost ¾ of
the population. The most active organisations seeking people willing to undertake
internships or apprenticeships represented banking, financial and insurance sectors. The
biggest growth (around 24%) comparing to the previous period could be observed within
construction and real estate sectors. The report highlights also that the most active
organisations looking for apprentices and trainees are large companies employing over 250
employees. Such organisations provided 65% of all offers in the analysed period.
Without any surprises, the most active region of Poland is the Masovian voivodship,
followed by Dolnośląskie and Śląskie. The distribution of the demand for apprentices and
trainees broken down by voivodships is presented on the below graphic.

Demand for apprentices and trainees by voivodship in Poland (source: pracuj.pl)

When it comes to the actors involved in WBL approach it is important to mention also other
bodies such as recruiting portals (such as pracuj.pl), social media, work fairs and career
services (third level education). These are, according to the findings of the report “Grasz o
staż”, the most frequently used ways that students take in order to find an apprenticeship
or internship.
It has to be underlined that apprenticeships and internships are the most popular way of a
cooperation between the educational sector and companies in Poland, as the “Współpraca
firm z sektoremedukacji” report reveals. The document explains, that the process of
acquisition of new employees that are prepared to specific job is in companies’ own
interest. According to the opinion of employers, new employees that are recruited do
require further training, and in some cases this process can take up to two years.
The general assessment of how WBL works in Poland can also be described in a more
systemic level. Apart from voluntary apprenticeships or internships which all people are free

to undertake, specific requirements are regulated by the ordinance of the Ministry of
National Education on practical vocational training from 2017. The legal framework
constitutes that in order to participate in WBL training, one needs to be at least 16 years old
and has completed lower secondary school. More precisely it is constituted by the Council
of Ministers on apprenticeship training of apprentices and also the regulation of the
Minister for National Education on practical training for occupation. It is the Ministry for
National Education that makes, through specific ordinances, legal decisions on vocational
education. As per these legal documents, the apprenticeship can take two forms. The first
one is referred to as “occupational training” (ISCED 3) and leads to qualification either as an
apprentice or a skilled worker. This training takes from 24 to 36 months. The other form is
called “apprenticeship as training to perform a specific job” (ISCED 2) with its scope covering
only a number of selected work activities. This training takes from 3 up to 6 months.

D. The role of the professionals working in sending organization in Poland
According to the ordinance of the Ministry of National Education on practical
vocational training, educational institution that is sending their trainees to undertake a
training supervises the implementation of the training programme, cooperates with the
hosting company, ensures relevant insurance in case of unexpected emergencies, accepts
the selected instructors and tutors or nominates own vocational teachers, reimburses any
travelling costs to the trainees.
The educational institution is also responsible for dividing trainees into groups in agreement
with the company. The principal of the school is responsible for signing the agreement for
apprenticeship or internship with the hosting organisation. This agreement should be
adjusted in time in a way that allows for the completion of practical vocational training. It
constitutes the name and address of the entity hosting the trainees, the place of where the
practical training will take place and also the name and address of the educational
institution that is directing trainees for the training. It also denotes the name of the
profession in which the apprenticeship or internship will take place as well as the list of
trainees divided into groups. Moreover, the agreement declares the desired form of
professional skills acquisition: practical training or apprenticeship/internship along with its

duration and scope. When dual-learning system is being used, the agreement specifies the
number of days during which the learning takes place at company’s premises.
As indicated by the CEDEFOP report “Apprenticeship-type schemes and structured workbased learning programmes”, The Regulation of the Minister for National Education from
2013 on the principles of providing and organizing psychological and pedagogical assistance
in public kindergartens, schools and centres states that activities related to the choice of
education and profession, and planning education and career must be organized in schools
and centres to assist students or learners in taking educational and professional decisions.
This report also highlights that there are special classes that are run by teachers and
specialist such as counsellors. When in given school there is no such a counsellor, it is the
duty of the principal to nominate a teacher/specialist who will be responsible for careerrelated activities of the students.

E. The In-Company tutor role in Poland
The practical training that is organised according to WBL in the premises of employer
are taught by teachers or practical vocational training instructors. They do require to
demonstrate required qualifications (pedagogical) and also knowledge in respective areas.
They also are obliged to take part in professional development activities and have the right
to examine trainees and confirm their vocational qualifications.
When it comes to the employers, the requirements are also governed by Regulation of the
Minister of National Education on vocational training. According to this regulation, the
training can be delivered by an employer, someone who is responsible for managing work
establishment on behalf of the company or even by an external person employed by the
employer provided that he or she demonstrates the required skills.
Further regulations governed by Polish law put a number of requirements on employer’s
part. The trainee should be familiarised with the programme of the training and be aware of
concrete goals and aims of the training. Moreover, the trainee should be given an
apprenticeship or internship tutor, and also an opinion at the end of the training.

The company is also obliged to sign an agreement. In most of the cases the agreement is
signed by three parties. The company, the trainee and the educational facility or Office of
Labour, that is acting as an intermediary between the trainee and the company.
According to the ordinance of the Ministry of National Education on practical vocational
training, the company that is hosting the trainees is responsible for providing all conditions
required for the practical training to be possible. It secures relevant tools, materials,
documentation and devices, respecting the requirements of the Occupational Health and
Safety, provides required clothing and other type of accessories and equipment available to
employees working on such positions. Companies also select teachers, vocational practice
teachers and tutors, present the trainees with work organisation and regulations, supervise
the practical execution of the training, cooperate with sending organisation.

CYPRUS

3.3

A. Introduction
Creating opportunities for high-quality work-based learning builds one of the most
important stepping stones of current European education and training policies.
In February 2013, the European Council confirmed that the highest priority should be given
to encouraging youth employment and invited the Commission to establish a “European
Alliance for Apprenticeships”. Youth unemployment in Europe is a fact, and Cyprus is not
different with the rate of youth unemployment reaching 22,4% in February 2018 (Source:
Trading Economics, 2018). Lack of link to the labour market combined with the economic
crisis can be considered two of the main reasons for the youth unemployment.
Efforts are needed to invest in growing the offer of apprenticeships and traineeships in
countries where opportunities for this type of learning remain very limited in order to truly
facilitate youth employment and increase the linkage to the labour market.
The current research is country wide and is conducted in the capital city of Cyprus, Nicosia.
It focuses on in-company tutors operating in SMEs (hosting organization) and job
counsellors/professionals operating in public and private sector (sending organization),
working with WBL measures.
The main sources that have been used for the desk research include:


the Statistical service



tender specifications that have set specific requirements to the role of in-company
tutors and job counsellors/professionals,



the website of Public Employment Service



the website of Human Resource Development Authority



websites of VET policy makers and the website of the Ministry of Labour

B. Current development of WBL models in Cyprus
Formal schemes
The formal schemes that exist in Cyprus in order to help job seekers to find a job or
progress in the labour market are the following:

1. Scheme for Job Placement and training of tertiary education graduates
This scheme was under the Special Prevention Scheme-Action Plan Introduced in
February 2009 and was introduced by the Human Resources Development Authority3.
Its goals are to:


Combat unemployment among tertiary education graduates helping young tertiary
education graduates to find productive and suitable employment through acquiring
work experience and specialized additional knowledge;



Upgrade the management and improve the competitiveness and enterprises through
the employment of qualified persons, who can develop into key members of their
human resources.

The target group of this scheme is graduates that completed at least a 3 year academic
course of any discipline, have no more than 12 months relevant work experience and have
completed their academic studies up to 3 years before entering the current scheme.
The employers that can participate in this scheme come from any economic sector, have a
need for recruiting and training a graduate for a position requiring higher qualifications,
have suitable in-house trainer and have an appropriate structure for the training an
employment of the graduate.
This scheme includes in company practical training and work experience for 6 months and
participation of graduates in seminars of minimum duration 20 hours for further
specialization and additional knowledge. The graduates will receive 1100 euros per month
and the employers will receive the subsidy after the end of the scheme that will be
maximum 1200 euros per month and the aid intensity will depend on the size of the
3

Policy maker for non-formal learning (VET and Adult)

company

80%

(small),

70%

(medium)

and

60%

(large)

(http://www.anad.org.cy/easyconsole.cfm/page/project/p_id/104/pc_id/17178).

2. Work Placement of high school graduates and those graduating from tertiary
education programmes of up to two years, who have not worked for more than 12
months and are under 25 years of age
This scheme is offered by the Human Resource Development Authority. The aim of the
scheme is to provide practical training opportunities and work experience to unemployed
young graduates of secondary schools, high schools, technical schools, System
Apprenticeship and Post-secondary education of up to two years duration, to improve their
employability and at the same time allow the enterprises / organizations to use the skills of
the unemployed.
The criteria of the target group are:


People registered as unemployed at the offices of the Public Employment Service
(PES),



People who are not in employment, education or training and are referred for
participation in the Plan by the Public Employment Service (PES) as a result of
personalized guidance,



Age under 25 years old at the end of the application deadline.

During the work placement, the selected individual will work for up to six months and a
mentor will be responsible for supervision / guidance of the unemployed. The trainee will
follow the same working hours as the employees of the company / organization in which
he/she is placed. The unemployed must work in the company/organisation for at least 25
hours.
At the end of each month, HRDA will pay the individual 500 euros (125 euros per week).
The employee must pay 7.8% social insurance contributions (the balance of 9.8% employer
contributions are covered by the programme).

At the end of the scheme, the selected individual gains a certificate attesting to work
experience and can qualify for the Unemployment Insurance benefits at the end of the
programme (http://stad.anad.org.cy/easyconsole.cfm/page/stad).

3. Incentive Scheme for Hiring Unemployed-Long term unemployed
This programme is implemented by the Department of Labour of Ministry of Labour,
Welfare and Social Insurance. The goal of this scheme is to reduce unemployment and to
support enterprises by giving the employers incentives for employing unemployed people.
The incentive is the subsidization of part of the employee’s salary recruited. The grant
(subsidy) is given to employers (applicants) whose applications received approval through
an evaluation process.
The target group is unemployed persons registered in the Public Employment Services for
more than 6 consecutive months before their employment day. The employment day is the
day that they started working.
An employee that will join the scheme should be employed on a full-time (i.e. working hours
will be the same as those of other employees of the business) for twelve (12) months of
which ten (10) months with subsidy and two (2) months without subsidy. The employee will
receive no less that 870 euros per month which is the set lowest salary according to the
legislation.
The employer will receive a grant that will be equal to 60% of the employee’s monthly salary
for ten months of employment with a maximum subsidy of 6000 euros per employee. The
employer has to employ the unemployed for two more months with no subsidy.
(http://www.mlsi.gov.cy/mlsi/dl/dl.nsf/all/7A84A425B6AAAD99C2257E850036C1CA?opend
ocument).

4. Scheme providing incentives for employment of the unemployed
This scheme is implemented by the Department of Labour of Ministry of Labour, Welfare
and Social Insurance. It is about providing incentives for hiring unemployed individuals in
the private sector. Financial aid of 60% of the yearly wage cost with maximum amount of
€7.200 per person per semester is provided. The subsidy is granted only for the first 6

months of employment. Aim of this scheme is to alleviate the effects that the financial crisis
has induced on the labour market.
The Scheme is co-financed by the European Social Fund and the Republic of Cyprus within
the framework of the Operational Programme “Employment, Human Capital and Social
Cohesion”

2007-2013

(http://www.mlsi.gov.cy/mlsi/dl/dl.nsf/dmlschemes_en/dmlschemes_en?OpenDocument).

5. Scheme providing incentives for hiring individuals with disabilities
This scheme is implemented by the Department of Labour of Ministry of Labour, Welfare
and Social Insurance. This Scheme is about providing incentives for hiring individuals with
disabilities in the private sector and Local Authorities. Financial aid of 75% of the annual
wage cost with a maximum amount of €15.000 per person per year is provided for the first
24 months of employment. Additionally, financial aid up to 25% of the eligible costs with a
maximum amount of €5.000 per person, for adapting premises, adapting or acquiring
equipment, or acquiring and validating software for use by disabled workers, where the
beneficiary provides sheltered employment, the costs of constructing, installing or
expanding the establishment concerned, and any costs of administration and transport
which result directly from the employment of disabled workers.
Aim of this scheme is to encourage employers to hire individuals with disabilities.
The Scheme is co-financed by the European Social Fund and the Republic of Cyprus within
the framework of the Operational Programme “Employment, Human Capital and Social
Cohesion” 2007-2013, under Priority Axis 2 ‘’Expansion of the Labour Market and Social
Cohesion”
(http://www.mlsi.gov.cy/mlsi/dl/dl.nsf/dmlschemes_en/dmlschemes_en?OpenDocument).

6. Scheme providing incentives for hiring disadvantaged individuals
This scheme is about provision of incentives for hiring disadvantaged individuals in the
private sector and Local Authorities. Financial aid of 65% of the annual wage cost with a
maximum amount of €13.000 per person per year is provided for the first 12 months of

employment. Additionally, an allowance for transportation costs to and from the workplace
will be offered to employees.
Aim of the scheme is the full time employment of disadvantaged individuals.
The Scheme is co-financed by the European Social Fund and the Republic of Cyprus within
the framework of the Operational Programme “Employment, Human Capital and Social
Cohesion” 2007-2013, under Priority Axis 2 “Expansion of the Labour Market and Social
Cohesion”.
For the purpose of this scheme, disadvantaged individuals are considered those who: have
not completed the upper secondary education or vocational training (ISCED level 3), aged
15-24, aged 50 and more, live alone and have one or more dependents under their care
(single parent families), are members of a national minority of Cyprus who need to develop
their language skills, vocational training or professional experience in order to improve their
chances in having easier access to stable employment, receive public aid, are/were under
the care/supervision of the Social Welfare Department’s Director, are members of families
with mental problems, are ex-prisoners, are ex-users of drug substances, are people with
disabilities

and

are

recognized

victims

of

human

trafficking

(http://www.mlsi.gov.cy/mlsi/dl/dl.nsf/dmlschemes_en/dmlschemes_en?OpenDocument).

In addition to the above formal schemes there are Initiatives that bring companies and job
seekers together and use work based learning.
One initiative that tries to bring companies and job seekers together is the new training
programme for unemployed in the hotel and restaurant sector with specialities:


Waiter



Bartender



Maid



Receptionist

This training scheme is implemented by the Human Resource Development Authority of
Cyprus.

The aim of the program is the training of the unemployed for acquisition, enrichment and /
or upgrades their knowledge and skills in the above specialities, with a view to their
integration / reintegration into employment. Also, these programs aimed at certifying the
skills and qualifications of unemployed under the relevant Qualifications Standard.
Each program includes:
1. 50-125 hours (theoretical and practical) training in certified by the HRDA Vocational
Training Centres (KEK),
2. 160 hours (4 weeks) practical training for work experience in the hotel / food
industry enterprises / organizations,
3. Employment for two months in an enterprise / organization of hotel / food industry,
in full-time and under the current collective agreements and,
4. Examination and certification of skills and qualifications under the relevant Standard
Qualifications at Level 2.

During the training in the HRDA Vocational Training Centres and in the enterprise /
organization, the unemployed will be paid by the HRDA trainees, training allowance of €
125 per week (based on 7-hour daily training, five days per week ). Additionally,
contributions will be paid to the Social Insurance Fund and the Social Cohesion Fund, in
accordance

with

the

provisions

of

the

relevant

legislation.

In order to participate in the program, the unemployed can get more information about the
program and the participation form from the HRDA or the local Public Employment Services
and he/she has to complete the form and submit it to the contractor. Organizations like
hotels and restaurants can also participate in this program during the practical training and
the employment.

We believe that this is a good incentive since firstly, it targets in the hotels and restaurant
sector which is a sector with big potential growth in the near future and secondly, because it
brings people, that want to work in this sector and certify their skills , closer to the hotels
and restaurants, that need employees with certified skills.

C. Main actors and professionals involved in WBL schemes in Cyprus

The public employment services sector in Cyprus
Cyprus Public Employment service is the key player in guiding unemployed people to
entering the labour market. The Public Employment service has adapted the personalised
approach which aims to help young job seekers and those who belong to vulnerable groups,
including young unemployed, women wishing to enter the labour market, recipients of
public assistance and persons with disabilities to integrate or reintegrate into the labour
market and secure their sustainability in the market in the long run. Employment
counsellors:


Outline the personal profile of each job-seeker,



Draft a respective and bilaterally agreed upon Personal Action Plan for employment



Consider the special skills, educational level, needs for vocational training and
education of job seekers,



Provide career guidance,



Come into contact both with the job seekers as well as with businesses for their
effective interconnection.

Additionally, Public Employment Service officers are responsible for:


Provision of information on available training programmes and employment
schemes

(work based learning) (usually cofounded training or placement

programmes),


Promotion of appropriate programmes focusing on training of the youth in
occupations with high demand and with a simultaneous emphasis on information
and communication technologies (ICT).

The publicly-funded employment services in Cyprus
Most of these publicly funded programmes are run by the Human Resources Development
Authority and the Public Employment Services.

The Human Resource Development Authority of Cyprus (HRDA) is a semi-government
organization with the aim to create the necessary conditions for the planned and systematic
training and development of Cyprus ‘s human resources, at all levels and in all sectors, for
meeting the needs of the economy, within the overall national socio-economic policies.
Public employment service (PES) is a department under the Ministry of Labour, Welfare and
Social Insurance that offers employment services to unemployed people. PES monitors the
labour market and identifies job vacancies. Then PES officers aim to match job seekers with
those vacancies.
The Department of Labour of Ministry of Labour, Welfare and Social Insurance has the
overall responsibility for the employment and labour market policy including the provision
of employment services.

Although the above mentioned organisations are the key players in the area of work based
learning the following are being noted:


universities and vocational schools are often involved in work based learning as well
that they design and implement on their own in cooperation often with the private
sector (SMEs)



In many cases, WBL programmes are being subcontracted to the VET sector in
Cyprus who has the responsibility to find the SME, place the unemployed person
for Work Based Learning and provide continuous mentoring during the
programme.



Private sector and especially SME have a significant role to play in the WBL as the
hosting organisation.

D. The role of the professionals working in sending organization in Cyprus
Although parts of the role exists in the job profile of Public Employment Service
officer for example of the officers dealing with co-funded placement programmes, the exact
profile of the tutor working in sending organization role does not exist.

The emergence of cofounded programmes aiming to assist several disadvantaged groups to
enter the labour market has created another type of job professionals, the so called
‘placement consultants’ or work-based learning consultants. These consultants often come
from the private sector through cofounded projects (calls for tenders or proposals) although
in many schemes the role of placement consultants is taken by public employees e.g. in the
case of Human Resource Development Authority or employment consultants in the case of
PES.
Objective of these consultants is through the use of personalised approach, to match the
skills of the job seekers with the requirements of the company and to design a training
programme within the company so that the job seeker gains the skills and competences
needed for entering the labour market in a similar job position. Of course good matching
between the job seeker and the company may lead to employment that is something that
interests both the consults as well as the body responsible for the contract.

What kind of staff is working as Job counsellors/professionals?
In Cyprus there are no Job counselors/professionals working with WBL schemes using the
term as strictly as used in the application. People offering employment services (and to
some extend job placements) are working in the following organizations:

The Public Employment Services of the Department of Labour
The Ministry of Labour and Social Insurance has overall responsibility for the employment
and labour market policy including the provision of employment services. The Public
Employment Services is attached to the Department of Labour and of the Ministry of Labour
and Social Insurance. The main objective of a Public Employment Service is to facilitate the
matching of job seekers who are looking for employment with enterprises who need
workers to fill job vacancies. In general, the PES implement the core function of collection of
labour market information, job matching, delivery of labour market programmes and
administration of the unemployment benefits to eligible unemployed. The Public
Employment Services of the Department of Labour operate at central and district level, with
four Labour Offices at the Districts of Nicosia, Limassol, Larnaca and Pafos and 2 sub-offices

at

Paralimni

and

Polis.

At the District Labour Offices, job seekers are assisted in finding suitable employment
through registration and placement services, as well as through the provision of vocational
guidance and counselling on training opportunities. They are also informed about the terms
and conditions of employment in various occupations.

Human Resources Development Authority of Cyprus
The Human Resource Development Authority of Cyprus (HRDA) is a semi-government
organization with the aim to create the necessary conditions for the planned and systematic
training and development of Cyprus ‘s human resources, at all levels and in all sectors, for
meeting the needs of the economy, within the overall national socio-economic policies. The
HRDA operates a number of Training Schemes to cater for these needs. HRDA offers the
followingprogrammes:

Private Employment Agencies
There are many private employment agencies in Cyprus. Some of these specialise in finding
jobs to either local people or foreigners that wish to work in Cyprus.
The establishment and operation of private employment agencies is regulated by the
Private

Employment

Agency

Law

No.

126(I)/2012.

‘’Any legal or natural person who acts as a mediator for employment of persons available
for work, for the purpose of either direct or indirect pay / fee / material gain / other charges
or without charge, need to obtain a Licence for the operation of such an establishment from
the competent authority which is the Director of the Department of Labour of the Ministry
of Labour, Welfare and Social Insurance. According to the Private Employment Agency Law
the employer of the Private Employment Agency shall not impose any charge on the
employee for the purpose of job search, placement and maintenance of employment’’. The
employment

agency

reward

is

coming

solely

from

the

employer

side.(http://www.mlsi.gov.cy/mlsi/dl/dl.nsf/dmlissue_en/dmlissue_en?OpenDocument).

Necessary qualifications and NQF

The counsellors in the Public Employment services must have the following qualifications:
 Possession of a degree with a major in Human Resources, psychology, sociology, social
work, business administration or relevant degree,
 No previous experience is needed,
 There is a 80 hours initial training on:
a. Employment and labour laws
b. Labour market
c. Services Offered by other public and private organisations for the unemployed people
d. Effective Communication
e. Interview and negotiation techniques
f. Personal evaluation techniques
g. Counselling techniques and role play
According to the Cyprus Law, a person responsible for the operation of the Private
Employment Agency must hold one of the following:


A recognized diploma, degree or university title in one of the subjects mentioned in
the article 8 of the Law,



A recognized diploma, degree or university title in subject other than those
mentioned in the article 8 of the Law and Master degree in one of the subjects
mentioned in the article 8,



A recognized diploma, degree, university title or master degree in subject other than
those mentioned in the article 8 and has attended a training program related to
employment / labour law organized by the competent authority,



A secondary education certificate and relevant experience, has attended a training
program related to employment / labour law organized by the competent authority
and

passed

the

relevant

examination.

When the Agency is dealing with the recruitment of managerial / professional
personnel then the person responsible for the operation of the Agency must hold a
university degree as mentioned in a-c above or in case of (d) have three (3) years of

relevant experience in the placement of managerial / professional personnel
(http://www.mlsi.gov.cy/mlsi/dl/dl.nsf/dmlissue_en/dmlissue_en?OpenDocument).
However the employment consultants in either the Public Employment Services or in the
Private Employment Agencies do not need to have any professional qualifications in order
to carry out their work. As the National Qualification Framework has been established but is
not fully operational, an EQF/NQF level has not been assigned yet.

Availability for training
The Department of Labour in cooperation with the Cyprus Productivity Centre organises a
training programme for the employees of the Private Employment Agencies. The
programme’s duration is 25 hours. The aim of this programme is the modernization of the
functioning of private employment agencies (IGEE) through training of the operator or
others and the staff. Relevant is Article 8 (I) of the Private Office Fundraising Labour Law
2012 (N.126 (I) / 2012). However, this training programme does not focus at all on the
competences, skills and knowledge that a job broker must have in order to be able to carry
out

effectively

his

job.

(http://www.mlsi.gov.cy/mlsi/dl/dl.nsf/All/B4F3F5C4316594A6C2257EC8004AD7F0?OpenD
ocument).

Professional Associations, professional registration and networks
The private employment agencies have two associations: The Cyprus Pancyprian Owners
Association of Registered Private Employment Agencies and the Pancyprian Federation of
Private

Recruiting

Offices

(http://www.businessincyprus.gov.cy/mcit/psc/psc.nsf/All/a94644492b1fecd6c2257b6c002
573ea?OpenDocument).
The Private Employment Agencies can become a member of these associations. The
Pancyprian Federation of Private Recruiting Offices is registered with the Cyprus Chamber of
Commerce and Industry. However, there is no network of organisations or companies that
support staff who support job seekers.

We have no information on whether the Public Employment Services staff is assessed based
on how successful it is to get unemployed people into training or jobs or based on how
placements it gets with employers. However, since most of this work has been done by the
Public Employment Services which is under the Department of Labour, in which the
employment consultants receive a steady salary each month, one can assume that there is
no link between the salary and the performance. If they do two or ten job placements they
will receive the same money. Therefore, there is no incentive for them to try harder and
make more job placements. On the other hand, if their employer assessed them based on
how successful they were to get unemployed people into training or jobs and their salary
was depended on the employer’s assessment (for example if they received extra
commission for each placement they made each month) then they would be more
motivated, they would try harder to place more unemployed people to jobs and they would
definitely improve their performance.
In the case of Private Employment Agencies, there is also no information on whether the
staff is assessed based on how successful it is to get unemployed people into training or jobs
or based on how placements it gets with employers. We assume that since the private
employment consultants receive a monthly salary and their salary is not linked to their
performance (how many successful placements it did in each month) therefore they will not
be assessed for their performance. Only in the case that the consultants received a monthly
salary and also received extra commission on each placement they made, then they would
be judged by their employer for their performance.

E. The In-Company tutor role in Cyprus
Although parts of the role exists in the job profile of a Human Resource Department
officer, in the Cyprus context, the exact profile of the in company tutor working in host
companies role does not exist.
In Cyprus there are no in-company tutors working with WBL schemes using the term as
strictly as used in the application. People appointed from within the enterprise/organization
offering support and guidance to the people who are placed in the companies (SMEs) are
working in the following context:



Each organization/enterprise has a Human Resource Department,



Often department managers take the role of company tutors.

4.

Primary Research

4.1

ITALY

A. The needs of the Job Counsellors/professionals working within the WBL
schemes in Italy
This part of the primary research was conductedwith the purpose of
collecting evidence concerning the way different entities, namely VET providers,
Employment services, and Public authorities, deal with WBL measures. From the
results of the research, we can already draw some general conclusions about this
issue.
Our analysis was conducted over a champion composed by 10 units involved in
Work-based learning activities. The answers provided by the different users
underline how in seven cases they offer internships (7 cases), while apprenticeships
are less used (3). Participants have been asked to express a judgment on a scale
from 1 to 5 concerning the “general satisfaction with the WBL legislative
framework”. The respondents express a positive feedback, considering that the
average result prove to be a 4.
Nevertheless, despite this good outcome, a series of problems are pointed out for
what concerns the legislative and institutional framework of WBL instruments. In
particular, the most recurrent issues are the necessity to assign more resources for
the territories, the necessity to activate projects closer to the territory needs and
the urge to increase harmonization for what concerns timing and transmission of
documents from one territory to another.
In the same scale, from 1 to 5, participants express a good feedback concerning
“the general level of the trainees”, considering that the result is almost a 4 over 5.
A less favorable outcome come from the relation with the organization which are in
charge to host people at work. Indeed, answering the question about the “general
satisfaction with the relation with hosting organizations” on a scale from 1 to 5,
most of the answers gives a 3, and thus provide a neutral opinion. This probably
represents the most controversial point in the whole survey.

Satisfaction with the
average level of trainees

Satisfaction with the relation
with hosting organizations

Very low

Very low

Low

Low

Medium

Medium

High

High

Very high

Very high

The sixth question asked from the participants to express “in which phase of the
traineeship/internship are you requested to provide more assistance?”. Two thirds
of the participants suggest that the most important phase is the beginning of the
WBL experience, pointing out that, once established the general system of the
project, it would be easier to carry out all the subsequent stages.

In which part of the WBL is your assistance
more requested?
Beginning
Intermediate phase
Conclusion
All the experience

Finally, the last question is about the subjective experience of the interviewed.
Indeed answering the question “According to your experience, which are the most
important skills, knowledge and attitude requested for your position?”, a series of
interesting reflections come out. Specifically, answers are based on the sector the different
interviewed are from: “refresher skills” represents the most common skill (which is pointed
out by the majority of the entities, 5 over 9), especially by all the employment services who
took part to this survey. On the other side, the “knowledge of the labour market” is a
competence underlined only by VET providers. This latter evidence clearly shows how
important this skill is for VET providers, in order to better offering the services they provide.

Other relevant skills are represented by listening skills and transparency skills, both voted by
one third of the interviewed.
It is possible to summarize the results of this essay in the following points:
1) The general satisfaction of our target group with WBL tools is elevate. Indeed,
they express a positive feedback for what concerns the motivation of the trainee
and the overall institutional and legal framework of the WBL instruments.
2) Nevertheless, there are some aspects that need to be improved, namely the
necessity to activate projects closer to the territory needs and to
harmonize timing and documents from one territory to another.
3) The participants expressed a neutral opinion about the relation with hosting
organization, indicating a need to improve these relations.
4) The most important skills expressed by the interviewed are “Refresher skills”,
while “the knowledge of the labour market” is another essential tool to operate
in this sector.

B. The trainee/apprentices’ perspective in Italy

The primary research was conducted on July 2018 by ERIFO on 20 individuals who
took part over the course of the previous year or were still taking part to
traineeships/apprenticeships/VET experiences in different companies in Italy. The survey
consisted was composed by 10 close-ended questions and 2 open-ended questions, which
tried to evaluate the general effectiveness of the WBL experience of the individuals,
gathering their opinions concerning potential improvements of the institution.
Our objective was to gather information concerning personal opinions and insights
concerning the different kinds of WBL experiences undertaken by individuals of various age
and provenience.The qualitative interviews were conducted face-to-face or by telephone
and subsequently transcribed by the authors of the survey.
The principal objective of this research was to shed light on the role of tutors operating in
hosting organizations (in-company tutors) and on the role of job counsellors. For this
reason, a particular focus was put on the relationship developed by the users with both
these figures. To pursue this objective, we asked the interviewees to express their opinion
concerning the general assistance received by both the tutors during their WBL experience
and to specify their opinion concerning potential shortcomings. Moreover, we requested
information about the level of communication between the tutors, whose collaboration is a
fundamental aspect for the success of the apprenticeship/traineeship of the individual.

The individuals have been divided on the basis of the specific kind of WBL they did and the
length of their experience in months. In the following chart, it is possible to understand how
the majority of the analysed champion was represented by individuals who did internships
(66,6%), while only a small part took part in a Vocational and Educational Training
experience. Moreover, we could also spot how a short majority of the interviewees is
represented by individuals who undertook WBL experiences longer than 9 months (52,3%),
while 42,8% is composed by individuals who had experiences lasting between 3 and 9
months. By combining these data, it is possible to find that 100% of the apprentices
interviewed had more than 9 months of WBL, while only 30,7% of the interviewed interns
had a similarly long WBL experience.

Duration of WBL of the analyzed champion
Less than three months
Between three and nine months
More than nine months

Typology of WBL of the analysed champion

VET
Internship
Apprenticeship

On a scale from 1 to 5, the average satisfaction rate of the interviewees is 4,09. The rate is
considerably higher if we count only individuals who were hired as apprentices: 4,83.
Among interns, the rate of satisfaction goes down to 3,71. The following charts provide a
graphic representation of the difference in the satisfaction rate if we isolate internships
from the overall champion of analysis. The difference is even more present if we analyse the
data concerning the perception of professional growth of the totality of the champion in
comparison to those who took part to internships.

Rate of satisfaction with
the WBL experience

Rate of satisfaction with the
WBL (only internships)

Very low

Very low

Low

Low

Medium

Medium

High

High

Very High

Very High

Perception of
professional growth

Perception of professional
growth(only internships)

Very low

Very low

Low

Low

Medium

Medium

High

High

Very High

Very High

For what concerns the situation related to satisfaction with the tutors in sending and in
hosting organization, the overall frame seems quite homogeneous, with a generally high
satisfaction with the levels of collaboration between the tutors in hosting and sending
organizations. The general perception of WBL users is that a solid relationship with the tutor
in the hosting organization represents a fundamental asset for them, indispensible to
guarantee the good outcome of the experience. This aspect seems in fact to have a stronger
influence on their evaluation of the WBL experience than other factors as the length of the
WBL or the obtainment of a contract at the end of the period of collaboration.

Tutor in sending
organization

Very low
Medium
Very high

Low
High

Tutor in hosting
organization

Very low
Medium
Very high

Low
High

Communication and
collaboration between
tutors

Very low
Medium
Very high

Low
High

C. The companies’ perspective in Italy

Built on a survey conducted on 6 enterprises located in Lazio Region and a regional
chamber of commerce, this primary research identifies how these companies use WBL tools,
and how they evaluate the performance of the interns/trainees/apprentices.
From the very first beginning, it is an evidence that the typology of WBL offered more often
by companies is represented by internships, both curricular or not. The other measures are
provided as well, but with a lower frequency (3 Apprenticeship and 1 VET), showing an
important preference for the first instruments.
Participant

enterprises

have

been

asked

about

their

satisfaction

with

the

trainees/apprentices hosted in their company. In this case, results are ambiguous. If the
majority of trainees positively impresses the company, considering that representative of
companies are high or very high satisfied with theme, on the other hand a not insignificant
part of them does not satisfy companies’ expectations, which assess their contribution as
“low” or “very low”.

The following question asked about “the satisfaction with the support provided by the
sending organization”, namely Universities, employment center, VET organizations ecc.. In
this case as well, answers do not show a clear trend. If half of companies are “high satisfied”
with the support of these organizations, the other half are from “neutral” to “very low”
satisfied with them. An outcome that cannot be explained by a rule of thumb, but has its
roots in the different relationship that characterizes a company and a sending organization.

Satisfaction with the level of
trainees

Very low
High

Low
Very high

Medium

Satisfaction with the support
from sending organizations

Very low
High

Low
Very high

Medium

At this point, companies are asked about “how many times have you offered a
contract to a trainee/apprentice who had a WBL experience in your company?” The
resulting data are very revealing: in fact only one interviewee allegedly offered contract to
those trainees who had a WBL experience in their company. In the rest of the case either
working contracts haven’t been offered (for the half of the case) or just a little part of
trainee are finally engaged by a company (one or two trainee).
All interviewed companies have an in-house tutor, which is in charge of providing support to
trainees. Nevertheless, there is no specific training they need to attend in order to play that
role. By the contrary, all companies agreed that in order to be a good tutor it is necessary to
have the competences and knowledge already required for their job, after they have gained
experience in their tasks.
Finally, representative of companies are asked about their personal comment/statement
concerning their WBL experience. Answers to this question provide important food for
thought. One part of the answers represents positive feedbacks: WBL is assessed as a
positive experience, with a positive engagement of trainees in their internship.

On the other side, a series of criticism are moved against the WBL tolls. First of all, the
educational level is not considered satisfactory, and this is well reflected in the trainees’ lack
of preparation when they are working. Furthermore, there is a difficulty in keeping the
working relationship with the trainees. They already know that at the end of the trainee the
contract won’t be renewed so they are not motivated to engage themselves in what they
do. Another obstacle is represented by bureaucratic problems for what concerns the
activation of these instruments and the period in which they can obtain a refund.

The former results can be summarized in these main points:

1) Internship are the most used WBL tool by companies, both for the ease to be
implemented, both because they do not bind companies to hire the trainee. Furthermore,
the traineeship period represents a term in which a company can evaluate trainee and
decide if to hire him or not.

2) Educational background is fundamental in determiningthe trainees’ positive or negative
impact in the company where they are working. Answers to question 2) clearly shows that
there are no trainee with a “standard” preparation. Indeed, participants are divided into
two opposite groups, those which fill with companies’ expectations, and those which are
completely unprepared to the activity there are supposed to perform. The responsibility of
this sharply preparation is attributable to schools: it would be desirable that ad hoc courses
would be offered before starting a period of stage in a company. This would represent a
mutual advantage, both for trainees and for companies.
3) Importance to have a tutor inside the company. The presence of in a in-house tutor in all
the companies we have considered shows how important this figure has become important
for the equilibrium of WBL activities, and how these activities itself are important.
4) All the data shows that there are no clear trends for the majority of the answers,
nevertheless there are still important differences which characterizes WBL activities. First of
all it seems to be necessary an harmonization of educational courses, in order to put all the
trainee on the same level of preparation for the working experience.

4.2

Spain

A. The needs of the Job Counsellors/professionals working within the WBL
schemes in Spain
We conducted this research in the frame of the Erasmus + project WBL guarantee. These
questionnaires are conducted in the Spanish Region of Andalusia, over a number of
different entities, namely VET providers, Employment services, and Public authorities, in
order to discover how they deal with WBL tools. From the results of the research, we can
already draw some general conclusions about this issue.
Starting from the first general question, “for which WBL activity do you provide assistance”
the answers given by the different entities underlines that all of them works with WBL
instruments. In particular, VET are the most used tool, while all the others are used by a
minority of them.
Moving forward on the research, participants are asked to express a judgment on a scale
from 1 to 5 concerning the “general satisfaction with the WBL legislative framework”. The
respondents express a positive feedback, considering that the average result proves to be a
4, while only one participant express an unsatisfactory judgment.
In the same scale, from 1 to 5, participants are asked about “the general level of the
trainees”. In this case the feedback is positive, despite half of participants express a neutral
opinion related to the level of trainees.
A better outcome come from the relation with the organization which are in charge to host
people at work. Indeed, answering the question about the “general satisfaction with the
relation with hosting organizations” on a scale from 1 to 5, most of the answers are a 4.
A positive feedback is given as well by the following question, considering “How would you
rate the level of compliance with the activities you performed in your WBL experience with
your expectations?” all the participants express a good level of satisfaction.

Furthermore, when participants are asked if “Are there specific training courses in your
country that must be obtained to realize your activity?” the majority of theme answers yes.
In particular, some elements are requested, such as e-learning didactic methodology,
Labour guidance and Employment and training technician.
Moving on, in question eight participants are asked to express “in which phase of the
traineeship/internship are you requested to provide more assistance?” Almost all of them
agrees that the most important phase is the beginning of the WBL experience, pointing out
that, once established the general system of the project, it would be easier to carry out all
the subsequent stages.
Finally, the last question is about the subjective experience of the interviewed. Indeed
answering the question “According to your experience, which are the most important skills,
knowledge and attitude requested for your position?” a series of interesting reflections
come out. Specifically, answers are based on the sector the different interviewed are from.
“Empathy, teamwork and conflict resolution (x2)” represents the most common skill, which
underscores the importance of working in a positive context. On the other side, other
important knowledge are the “knowledge of the labour market” and “the use of social
networks and internet”.

B. The trainee/apprentices’ perspective in Spain

After conducting a desk research related to the situation of Spanish WBL system, the
partnership has conducted a primary research in which Spanish partners have directly
engaged with the relevant target groups, through interviews, discussions, surveys and focus
groups.
More concretely, FYG made sure to establish contact with students, job seekers, apprentices
and trainees. Out of the whole information obtained from the target group, the following
points are going to be examined more thoroughly:


Perceived level of effectiveness of the services provided by private and public
organisations supporting WBL pathways



Suggested improvements for WBL pathways



Structure of the experience within the host company



Things to improve

In the following lines, it will be possible to see in more detail the information obtained from
this contact with stakeholders.

FYG Consultores made direct contact with a total of 20 people belonging to the target
group. The majority of these participants were apprentices and students, and some of them
were job seekers.

Number of participants

31%

Students
51%

Job seekers
Apprentices

18%

The contact was made through face to face interviews, allowing them to interact and
explain their opinions regarding the main topics included. According to the majority of
participants, the perceived level of effectiveness of the services provided by private and
public organisations supporting WBL pathways is in need to improve and increase. They
considered that it should be compulsory from those institutions, which in Spain are usually
education centres and higher education institutions, to ensure that students participate in
WBL programmes all years of study. This is already done in Spain in some educations, such
as teaching, where students have internships once a year. However, according to our
participants, this practice should be expanded to other education areas.

Also, they considered organisations supporting WBL pathways should make a bigger effort
in ensuring that host organisations are trustable and legitimate in relation to WBL.
According to participants, many times trainees and apprentices do not learn in the host
organisation and do not actively participate in daily working and routine, making difficult to
access the learning opportunities that should come with WBL.
The following point was to provide suggestions for improvement, taking into account their
previous opinions. The main suggestions were to increase the WBL programmes and their
frequency, and to make a deeper research on host organisations to ensure they properly
respect the main points behind WBL. Some of the participants also pointed out that sending
organisations should take into account the opinion given by apprentices and trainees after
performing the activities when deciding whether to have relation with a host organisation in
the future.
Moving on to their opinions regarding experience within host organisations, there was a
diversity of messages delivered. On the one hand, some of the participants that had been
trainees or apprentices recalled really good relationships with the host organisations.
According to them, the experience was well structured since organisations began giving very
simple tasks and little by little increased the level of difficulty, allowing them to learn from
their time with them. However, on the other hand, a few participants recalled very
negatively their time with host organisations, explaining they did not have anything to do, or
that their activities did not allow them to learn anything, neither related to their area of
expertise or to any other areas. From this situation it could be possible to state that the

opinion of a WBL participant is completely personal and it highly depends on the host
organisation.
Regarding the last point, what is perceived as improvable in this sense, participants
repeated that the most important point is to perform a more thorough job when deciding to
have a relation with a host organisation. They consider sending organisations should ensure
that host organisations are aware of the commitment they are entering and what they
should provide. Some of them proposed to make compulsory for host organisations to
provide a concrete list of the tasks that the apprentice or trainee should perform, as an
approximate job description, in order to show the organisation is going to help teach
apprentices in concrete activities related to the area of studies. One of the participants
recalled that in some countries this is done by Universities, as one of the apprentices from
the host organisation where he was received it from the company in order for his university
to accept the apprenticeship.

The main conclusion obtained from the information provided by participants, is the need to
improve the current WBL programmes from Spain, since the target group agreed in a lack of
concrete information asked to host organisations and in many cases a lack of structured
intentions from host organisations, leaving apprentices and trainees with an unclear idea of
what to expect regarding WBL.

C. The companies’ perspective in Spain
This questionnaire was designed in the framework of the WBL project. Through a
survey on several enterprises located in Spain, the questionnaire aims to draw a picture of
the way these companies use WBL tools, and how they evaluate their performance. From
the very first beginning, it is an evidence that the typology of WBL offered more frequently
by the interviewed companies is represented by VET/Traineeships, which are offered by
almost all the companies we have considered (6 over 7). The other measures are provided
as well, but with a lower frequency (2 Apprenticeship and 2 internships), showing an
important preference for the first instruments.

Then, participants are asked about the satisfaction with the trainees/apprentices they have
hosted in their company. In this case, results are homogeneous. Indeed, the majority of the
trainees positively impresses the company, considering that representative of companies
are high satisfied with them (5 over 7) and a little part of them, in the same way, is quite
satisfied by trainees performance.

The following question asked about “the satisfaction with the support provided by the
sending organization”, namely Universities, employment center, VET organization ecc.. In
this case as well, answers show a clear trend. More than half of companies are “highly
satisfied” with the support of these organizations, while the rest of interviewed are
“neutral” towards them. An outcome that can be explained how a consolidate relationship
that connects companies and sending organizations can create positive outcomes.

At this point, companies are asked about “how many times you have offered a contract to a
trainee/apprentice who had a WBL experience in your company?”. The resulting data are
very revealing, and they show the positive impact of these instruments. It is an evidence
that all companies have hired at least one or more trainee which spend a period in the
company. On the same wave, some companies have hired an important number of former
traineeship (from 6 to 10) while in one case more than 10 former trainees are now
employed in the company.

These evidences shows the virtuous circle that is possible to implement between trainees
and companies thanks to WBL tools.

Satisfaction with the level of
trainees

Very low
High

Low
Very high

Medium

How many times have you
offered a contract to former
trainees/interns

Never
Btw 6 and 10 times

Less than 5 times
more than 10 times

Then, all the companies except for one have an in-house tutor, which is in charge to provide
support to trainees. Nevertheless, there is no specific training they need to attend in order
to play that role, a part from to have the competences, the knowledge and the experience
already required for their job.

Finally, representative of companies are asked about their personal comment/statement
concerning their WBL experience. Answers to this question provide important food for
thought. One part of the answers presents positive feedbacks: WBL is assessed as a positive
experience, with a positive engagement of trainees in their internship. Furthermore, WBL
instruments represent an opportunity to train, to discover and to assess interesting profiles
which may be engaged in the company, as well showed by the high hiring rate of
assumption showed before.

On the other side, a series of criticism are moved against the WBL tolls. First of all, the
educational level is not considered in line with companies expectations. Indeed,
representatives of companies remark that trainees’ background is too much theoretical, and
they lack technical competences. This lack may represent a problem for these people in
order to find a good job and to be hired by a company. Another obstacle, to a lesser extent,

is represent by bureaucratic problems for what concerns the activation and the utilization of
these instruments.
The former results can be summarized in these main points:

1) All the answers are influenced by the nature of companies’ sample test we have
considered. Indeed, all the companies are part of mechanic and electronic sector, which
may explain 1) the wider availability to hire people, considering the good state of health of
the sector 2) the necessity to find technical profiles, in line with companies activities.
2) VET are the most used WBL tool by companies, both for the ease to be
implemented, and because they do not bind companies to hire the trainee. At the same
time, the trainee period represent a term in which a company can evaluate trainee and
decide if to hire him or not.
3) Educational background is fundamental in determining trainees’ positive or
negative impact in the company where they are working. On one hand, answers to question
2) clearly show that companies are highly satisfied with trainees’ performance, with their
motivation and their outcomes. But on the same time, these people lack technical
competences, which are fundamental to perform in the kinds of companies we have
considered.
4) Importance to have a tutor inside the company. The presence of in-house tutors in
all the companies we have considered (except one) shows how important this figure has
become for the equilibrium of WBL activities, and how these activities are themselves
relevant for companies’ sustainability.
5) In contrast with what we saw for other countries (such as Italy) data shows a clear
trend for the majority of the answers; for all the elements that composes the questionnaire,
the satisfaction of companies is good. Nevertheless there are still important thing to do,
namely to harmonize the academic preparation of trainee with a technical preparation, a
key competence in nowadays labour market.

4.3

Cyprus

A. The needs of the Job Counsellors/professionals working within the WBL
schemes in Cyprus
This questionnaire was realized in the frame of the ERASMUS + project WBL Guarantee. The
research has been conducted around three towns in Cyprus (Nicosia, Limassol and Paphos),
engaging one public employment service, two training centres and two employment
agencies. The questionnaire is composed by ten questions and includes 3 closed questions
and 7 open questions.
- From the first question, which asked the participants if they had had previous experience
in a work-based learning programme/scheme, three organisations answer yes and two no.
- The second question asked about their point of view concerning the skills and
competences that it’s important for an in-company tutor to possess. The skills which
received a positive Feedbacks by all the participants are 1) Patience 2) knowledge of the
subject 3) Transferability of knowledge and 4) Communication.
- The third question asked from the participants to mention which skills and competences a
Job Counsellor/Professional of the public or private sector must have in order to operate
effectively in his/her work. The most relevant answer is having “specialized knowledge for
the implementation of career guidance and interpretation tools”, and “knowing how to
handle vulnerable population groups and also having information on current and future
labor market needs”, followed by ability “to motivate young people” and “having the proper
academic background”.
- The fourth question asked about the efficacy of the services provided by public bodies in
Cyprus, and almost all the participant agree with this sentence. Indeed, as stated in a
comment, “Cyprus has a highly developed training system run by the HRDA , which has
shown a lot of flexibility in times of crisis by trying through its Programs to keep in
employment people at high risk of being fired or re-entering the unemployed people, or to
train unskilled people. In addition, the HRDA Partners providing training must meet some
high quality levels through certification provided by the HRDA itself”. We have the exact
same result for what concerns the efficacy of the services provided by private organizations
in Cyprus, considering that almost all the participant agree with this sentence.

The rest of the sentence are open one, in which participant are asked to express their
opinion concerning different aspects of these services.
- Record some suggestions for improving the quality and efficiency of services provided by
private and public organizations in Cyprus, who are engaged with training programs in
workplace.
Answers


It would be very useful for the programs to be linked to employment or to acquire
work experience in a real workplace so as to encourage the development of
relationships between employer and candidate worker.



To review the training programs according to the market needs



To upgrade the training programs , especially those leading in certification



We need to assess the needs and have proper and information on the programs.
Organizers and trainers must be properly trained and specialized in adult training.
Programs should be selected on the basis of market needs and evaluated for their
effectiveness.



There are adequate institutes offering training but there is a need for continuous
upgrading of the training provided in each sector due to the introduction of new
technology and methods in the labor market.

- Write down some suggestions for improving the quality and efficiency of services provided
by private and public organizations in Cyprus, which deal with the placement of unemployed
people in work.
Answers


Ensuring certification by accredited organizations



A thorough market research needs to be done. Mechanisms should be found to
prevent the unemployed from rejecting placements. The unemployed are placed by
always taking into account their knowledge, skills and experiences. Programs must
be evaluated by employers as well as by employees. Appropriate supervision and
appropriate action should be taken in case of deviations.



Continuous study of methods and technology in the labour market should be an
essential element of the training provided in order to increase productivity

- Do you think that there are gaps in existing training / education procedures for employees
in the workplace? (Record)
Answers


What needs to be promoted by all businesses, is an annual staff training program
based on the needs and gaps identified after the implementation of a specific
questionnaire or other relevant research.



Programs are offered at an inappropriate time (when employees have a busy
schedule)



Don’t properly investigate needs before offering a program



The programs are not offered by qualified trainers



In the bureaucracy and lack of informing the employers of the benefits.



Most refuse training due to employee mobility



Medium and large enterprises were required to have autonomous training programs
which are not currently available on the labour market

- Do you think that there are specific areas of workplace training for which the staff of your
organization is not prepared? (Record)
Answers


Perhaps in health and safety, civil defense, first aid.



Management of mass media technology

B. The trainee/apprentices’ perspective in Cyprus
Primary research was held on the 30th of April 2018, in MMC, Cyprus, by interacting
directly with the stakeholders. The participants were 31 job seekers/unemployed people
who were involved in a training course (trainees) in MMC in order to be placed later on in a
relevant company. Semi-structured survey, using a questionnaire (see Appendix 1) was
chosen as the most appropriate research method.

The questionnaire collected both

quantitative and qualitative data as it included 3 closed-ended questions and 4 open-ended
questions.

The aim of the primary research was to provide us with relevant information and insights on
the main competences and skills that a job counsellor/professional working within WBL
schemes and an in-company tutor should possess in order to perform efficiently their job
roles. The administration and completion of the questionnaires was taken place with the
presence of the supervisor. A job-seeker-centered approach was followed as the supervisor
was reading orally the questions and the participants were answering the questions in
writing accordingly.
The results from the data collection process are the following (see data in Appendix 2):

1. The first question asked the participants if they had had previous experience in a
work-based learning programme/scheme (yes/no question). The great majority of
the participants (27 out of 31) mentioned that they had not participated previously
in a WBL programme/scheme. It is noted however, that these participants will soon
be involved in a placement programme. They are currently participating in VET
training course for sales people and after the course they will be placed in
companies in order to practice the skills they have gained in the relevant field.

2. The second question asked about the participants’ point of view concerning the skills
and competences that it’s important for an in-company tutor to possess.Patience (21
out of 31 participants) and knowledge of the work field (in this case-sales
techniques, products)(20 out of 31 participants) were the most popular answers

among the participants. The next most frequent answers were willingness (13 out of
31) and ability to communicate with his/her audience and transfer knowledge (12
out of 31). Other frequent answers were communication (8 out of 31), experience in
his/her sector (6 out of 31), collaboration/cooperative spirit (6 out of 31) and
guidance/coaching (5 out of 31). Some other answers with less frequency were
polite, passion/energy, good manners, trust, respect, understanding, organisational
abilities, good verbal communication, have expertise, smiling, receptiveness,
unbiased, not imposing, professional, understanding, available whenever needed/or
at least reachable, friendly, helpful.

3. The third question asked from the participants to mention which skills and
competences a Job Counsellor/Professionalof the public or private sector-(who has
the responsibility of the unemployed people’s placement for work-based learning
programmes)

to

have

in

order

to

operate

effectively

in

his/her

work.Knowledge/understanding of the job seeker’s competences, skills, abilities and
qualifications (18 out of 31 participants) and knowledge/understanding of the job
seeker’s needs and desires (12 out of 31 participants) were the most popular
answers among the participants. The next most frequent answers were knowledge
and psychological review of the person/trainee (11 out of 31). Other answers
included placing the person according to his/her knowledge/ experience/ age,
deciding where the person fits in best, send the job seeker to the appropriate
services and advise the job seeker on how to proceed, place the right job seeker to
the right position, be willing to help job seekers (8 out of 31 participants). Other
frequent answers were knowledge/understanding of the person’s knowledge (6 out
of 31 participants) and to be a good judge (6 out of 31 participants). Some other
answers with less frequency were show respect of the job seeker’s prior
experiences, have experience in the field, be patient, have knowledge of the content
he/she is teaching, be capable.

4. The fourth question asked from the participants to mention in a Likert scale if they
strongly disagree, disagree, neither agree nor disagree, agree, strongly agree with
the statement ‘’ The services provided by the public organizations in Cyprus

concerning the work-based learning programmes/schemes are effective’’. The great
majority of the participants expressed a neutral opinion (19 out of 31) as they
answered ‘’neither agree nor disagree’’. 6 out of 31 participants answered ‘’agree’’, 3
participants answered ‘’strongly disagree’’, 2 participants answered ‘’strongly agree’’
and 1 participant answered ‘’disagree’’.

5. The fifth question asked from the participants to mention in a Likert scale if they
strongly disagree, disagree, neither agree nor disagree, agree, strongly agree with
the statement ‘’The services provided by the private organizations in Cyprus
concerning the work-based learning programmes/schemes are effective’’. The vast
majority of the participants expressed a neutral opinion (24 out of 31) as they
answered ‘’neither agree nor disagree’’. 4 out of 31 participants answered ‘’agree’’
and 3 out of 31 participants answered ‘’strongly agree’’. Nobody answered ‘’strongly
disagree’’ or ‘’disagree’’, demonstrating that there was not a negative opinion and
attitude towards the services of the private organizations in Cyprus. On the other
hand, there were some negative answers concerning the services offered by public
organizations.

6. The sixth question asked from the participants to list some suggestions for the
improvement of the quality and effectiveness of services that private or public
organizations in Cyprus, dealing with work-based learning programmes/schemes
provide. 7 out of 31 participants did not provide any suggestions. The keyword in the
majority of the answers was ‘’adaptation to the job seekers’’. Specifically, 17 out of
31 participants focused their suggestions on adaptation concerning the training and
the placement (give more time for adaptation of each person, 4 weeks are not
enough, at least 1 year, adaptation according to his/her character, competences,
situations, previous work experiences, age, and level of expertise). 2 out of 31
participants suggested ‘’know the person through an interview and evaluate
correctly the people who will attend the training programme and the work based
programme’’. Some other suggestions related to the content and structure of the
work based programme (6 out of 31 participants). Specifically, among the answers
were ‘’understand what it is asked from us to be better in our work, motivation, deal

with our sector only, trainees should have adequate knowledge of the subject they
were taught, check the possible employer, allow them to attend training
programmes in other sector that have more work experience (it is noted that the
people interviewed participated in a training programme organized by the Public
Employment Services on the field of sales and attendance to the programme was
compulsory). 2 participants provided positive feedback (‘’the situation is satisfactory,
we should work in order to have better result’’, ‘’quite effective’’).

7. The last question asked from the participants to think about an organization in which
they would like to be placed in the future for work-based learning and mention how
they think the curriculum/training programme should be structured in order to be
useful and effective for the trainees. 6 out of 31 participants did not provide any
suggestions/opinion. A very common practice that has emerged through
participants’ answers (9 out of 31) was the checklist with duties (‘’programme and
organization for avoiding the inactivity of the trainee’’, ‘’know what I will do in my
workplace daily’’). 4 out of 31 participants referred to the importance of practice, to
have a practical structure in their training programme (‘’The person should deal with
all he/she was taught in order to increase his/her knowledge’’) while 6 out of 31
participants highlighted the importance of the combination of theoretical and
practical training/learning with correct allocation of time (‘attend the training first
and then deal with tasks’’). 2 out of 31 participants suggested that the first week, the
trainee should only make an observation in the workplace in order to feel more
secure. Additionally, 3 participants mentioned that it’s important to be given time in
order to adapt themselves in the workplace and feel secure (‘’to give you some time
to learn the workplace’’) and understand the work processes. Furthermore, 3
participants underlined the fact that training should take into consideration some
personal characteristics of the job seeker

such as level of expertise, years of

experience and age (‘’focus on which level of expertise the unemployed persons
are’’, ‘’take into consideration my age -60 years old’’, ‘’at my own level and
context’’). Other opinions were related to organizations that provide opportunities
to learn new things and organizations that keep them motivated.
The results of the field research can be summarised in the following points:

1) Our target group for the research were job seekers that are currently attending a
funded programme in sales and just after that they will be placed in companies for work
based learning. Some of them have experiences with placements programmes but most of
them do not.
2) The most important skills an in-company tutor should have are patience as well as
knowledge of the field. Other skills include willingness, ability to transfer knowledge,
communication and coaching skills.
3) As far as the skills a Job Counselor/Professional of the public or private sector are
concerned, the knowledge/understanding of the person’s competences, skills, abilities and
qualifications as well as the job seekers needs and desires were the most popular answers
among the participants.
4) The participants expressed a neutral opinion about the services provided by the
public organisations in Cyprus related to the work-based learning programmes/schemes.
This indicates that there is a need for improvement
5) Similarly participants expressed a neutral opinion about the services provided by
the private organisations in Cyprus. As before there is clearly room for improvement.
6) Suggestions for the improvement of the quality and effectiveness of services that
private

or

public

organizations

in

Cyprus,

dealing

with

work-based

learning

programmes/schemes provide included adaptation to the job seeker profile (character,
skills, age etc.). Other suggestions included better understanding of the job seekers, and
selection of the appropriate employers.
7) As far as the organisations are concerned, job seekers mentioned organizations
that can provide structured work based learning, that can combine theory with practice,
that can allow time to job seekers to feel secure, and where the environment will also make
job seekers feel secure and is motivating.

C. The companies’ perspective in Cyprus
This research analyzes the WBL point of view on WBL users and companies in Cyprus.
The report has been realized through interviews with several SME and Chamber of
Commerce located in Cyprus, aiming to draw a picture of the way these entities use WBL
tools, and how they evaluate their performance. The presence in the sample test of
representatives of economic bodies such as Chamber of Commerce provides an added value
to the outcomes of the present research.
Starting our consideration from the answers to the first question, it is clear that the
typology of WBL offered more often by companies is represented by Internship, which are
offered by the great majority of the companies we have considered (5 over 7).
Apprenticeship are provided as well, but with a lower frequency (3 over 7 companies) while
VET are provided only in one case. A trend, that shows an important preference for the first
instruments.
The following question asked about the satisfaction with the trainees they have
hosted in their company. In this matter, results are homogeneous. Indeed, the majority of
the trainees had a positive impact on the company, considering that representative of
companies are high satisfied with theme (5 over 7), while a few of them varying from or a
very high satisfaction or a neutral one, confirming in any case their positive performance on
average.
Then, participant are asked about “the satisfaction with the support provided by the
sending organization”, namely Universities, employment center, VET organization etc.. Also
in this situation answers show a clear trend, even if with more marked differences. Half of
companies (3 over 7) are “highly satisfied” with the support of these organizations, while
the rest of interviewed expresses or a “neutral” or a “very high” satisfaction towards theme
(2 companies for both results). An outcome that can be explained how a consolidate
relationship that connects companies and sending organizations can create a virtuous
circle. Conversely, wherever this relation is weaker the overall system can suffer as a result.
At this point, companies are asked about “how many times you have offered a
contract to a trainee/apprentice who had a WBL experience in your company?”. The
resulting data are very revealing, and they show the positive impact of these instruments;
all companies considered have hired at least one or more trainee which spend a period in

the company. Of course, the range of the answer (“from 1 to 5”) does not allow us to draw
definitive answer, because it does not provide clear information about the exact amount of
hired people. However, it is enough in this step of the research to indicate the positive
impact of WBL tools.
Then, none of the companies have an in-house tutor. A surprising result, considering
that this trend is in sharply contrast whit the outcome of the questionnaire from other
countries. Some companies explains that, the support for trainees was given by the
production manager which followed some seminars, or practice for the improvement of the
research skills.
Finally, representative of companies are asked about their personal feedbacks
concerning their WBL experience. Answers to this question provide important food for
thought.
One part of the answers represents positive comments: WBL is assessed as a positive
experience, whit a positive engagement of trainees in their internship. Furthermore, WBL
instruments represent an opportunity to train, to discover and to asses interesting profiles
which may be engaged in the company, as well showed by the high hiring rate of
assumption showed before. In this sense, WBL is very helpful especially for young people to
understand and combine theory with practical experience, especially if it is accompanied by
structured training packages. It is an experience useful as well for companies, which can
improve their managerial potential.
On the other side, a series of criticism are moved against the WBL tolls. First of all,
the educational level is not considered in line with companies expectations. Indeed,
representatives of companies remark that trainees background is too much theoretical, and
they lack of technical competences. Indeed, there is a big gap between real SME and
company work and theoretical teaching. This lack may represent a problem for these people
in order to find a good job and to be hired by a company. Regarding this point, time period
is considered as very limited in order to evaluate a candidate (usually 6 months), and usually
people got the training are very young without any prior experience, so they do not have
the background knowledge to appreciate the WBL, such as multitasking skills. Considering
the institutional level, companies underlines the necessity to a better coordination between
sending and receiving organization, which is sometimes weaker and not well defined.
The former results can be summarized in these main points:

1) Internship are the most used WBL tool by companies, both for the ease to be
implemented, both because of the legal framework which is actually implemented in
Cyprus. The trainee period represent an important opportunity for young people, at the end
of which they have good chances to be hired by the company.
2) The relevance of the educational background in determine trainee positive or
negative impact in the company where they are working. These results shows quite similar
trends with other countries we have considered. On one hand, answers to question 2)
clearly shows that companies are high satisfied with trainee performance, with their
motivation and their outcomes. But on the same time, these people lack of technical
competences, which are fundamental to perform in such companies we have considered. Is
always there a big gap between real work and theoretical competences, which are hardly
applying in companies ordinary routine.
3) The lack of tutors. We cannot state precisely if the lack of tutor profile is due to a
general lack of the entire Cyprus labour market or if it is just a feature of the economic
sector where sample test come from. Nevertheless, considering the enhancement of the
service it has produced elsewhere, the implementation of the expertise of such figure may
represent an incentive in order to enhance the overall level of the WBL system and to
strengthen the economic system as a whole. As showed by questionnaires from other
countries, the presence of in an in-house tutor shows how important this figure has become
important for the equilibrium of WBL activities.
4) If we can resume the overall questions for all the elements that composes the
questionnaire, we can definitely affirm that satisfaction of companies is good. Nevertheless
there are still important thing to do, namely to harmonize the academic preparation of
trainee with a technical preparation, to enhance the relation within hosting and sending
institution and to implement tutors inside companies.

5. Good Practice: Vocational Education and Training in
Germany. Introduction to the system and case studies
Introduction

In recent years, vocational education and training (VET) in the model of dual
vocational education (here Work-Based-Learning, WBL) has been rediscovered by many
European players. After a lengthy period of criticizing this model, which is mainly established
in Germany, Austria and Switzerland, the benefits are now highlighted. Different initiatives
aim to support other countries to develop their existing VET systems and integrate elements
of the WBL model. While the dual model in Germany is continually under a strong pressure
to tackle different challenges like dynamic technological change, young people missing the
vocational readiness and the trend to enter universities, the “Germany model” is sometimes
apostrophized as “best practice”. Without going here into the details, there are some
arguments why this should be handled with some care. Most important seem to be the
argument that the different national educational and employment systems or markets are
not comparable to the full extend. This includes differences in the institutional structures as
well as in the culture of cooperation and the willingness to invest in education (e.g. from
employers’ side). Thus, the transfer of elements from one system to the other is complex.

Nevertheless, this short collection of case studies of promising practice might give an
impulse for further discussion within the project “WBL Guarantee- Public-PrivateAlliance to
Guarantee quality of Work Based Learning”. The given task of the“Transnational Research
Study” is to develop and analysis about the professional roles and challenges of WBL
schemes in Europe. This can include policies, systems, competency standards and good
practices. While this is an immense program we have chosen for the moment a set of cases
that highlights some aspect that might help to get into the German WBL system, understand
the relevant roles and some current reaction to existing problems. The case studies in this
draft version coming from different sources. While some have the character of an
introduction to give and overview, some go deeper to particular problems or projects. Due

to the restriction of time to prepare this paper, there are less aspects covered as it would be
possible or relevant.
In the first case study, we try to give an overview about the different roles that are relevant
of in the German WBL VET system. For all of the roles it might be interesting to go deeper
into the tasks and competences of these professionals. In the case study, we can just give a
first glance.
A second case study is focusing to an important success factor for the German case.This is
the cooperation between companies, VET system and students. The VET training the
companies offer and students receive is transferable, meaning that the qualification has a
good and stable value on the market even when students as employees’ change (or has to
change) the employer. The study shows, that just with a good cooperation the other benefits
of the system (like good quality of training) can be of relevance.

A third case study highlights the role of the guidance system in Germany and pointout the
different actors here and some of the organizational and regulatory changes in the past
years and the current developments and challenges. Very important here is the problem of
many students after secondary one to enter the VET system smoothly. While for some years
(end 90s onwards) the problem was mostly seen in the lack of training options we have now
a situation where a high number of students do not show a vocational readiness as expected
from employers’ side.

This presented case studies should/could be supplemented by more examples fromthe
practice. On the one hand, we could easily find good examples of bridging and supporting
programs that help students into WBL based VET or to maintain their training to succeed.
Namely this could be the bridging program “Berufseinstiegsbeleiter”1 (Guides to Vocational
Training) within the broader initiative “Bildungsketten”2 (Educational chains) as well as the
program “PraeLab3” (Preventing dropouts due to early individual counseling) that is
established by the National Public Employment Service (BundesagenturfürArbeit) and is
provided to students in cooperation with schools, teachers, chambers, employers and
trainers. A third possibility would be to introduce the initiative “Assistierte Ausbildung 4”
(Assisted vocational training). Here the students gain extra support during the VET from an
external mentor/coach, especially if they have problems to tackle the learning tasks or the

social expectations from the beginning of the training. In addition, it would be possible to
find more examples of promising practice in cooperation between companies and other VET
actors, particular in specific field of industry and services or in the light of refugee crisis or
the challenges of digitalization.

CASE STUDY 1: Roles in the German WBL/Dual-VET System – an overview
a) Describe the specific initiative or service that is of interest to the WBL
project
The German Dual-VET system is characterized by several features (see
introduction into the German VET system). Probably the most important fact is the
cooperative manner in which is developed and maintained on all levels. On the highest
political level it is based on the cooperation and sharing of responsibility by Ministries of
Labor and Education and Economics as well as of the employers’ organizations and the
trade unions. On the meso-level that is responsible for the development of vocational
training frames it is the cooperation of different institutions and experts coming also
from these stakeholders and need to agree about the developmental needs,
organizational changes and future challenges. This is moderated by a national agency
(BundesinstitutfürBerufsbildung/Federal Institute for Vocational Training). Also, on the
meso-level a consortium of researchers provide every year a report on the Vocational
training, its developments and specific results and problems.

On the level of the local realization the VET system is based on role-sharing and
cooperation. While the training is undertaken with different features by the employers
and the vocational schools the supervision of contracts, training contents and
assessments is provided by the local chambers of commerce and industry which are the
certifying body. From a process perspective, the public employment services have the
role to guide students from school to the training system, support them in difficult
situations (as drop out from a training-contract) and in the transition process from
training to work or further education.

b) Why it was chosen and why it is interesting or relevant for the WBL project
This topic is chosen because it provides a good overview about the different roles
within the system as well as the cooperative structure of the system. The presented
actors and their role form the backbone of the dual system. In the best case, each partner
contributes with its best abilities to gain together good results in terms of training but
also in terms of labor/employment and social stability and innovation in the economic
and public field. At the same time cooperation must be understood as a result of
bargaining and compromise. The result is not a “perfect system” but a working system
that need to improve the own quality. Each partner invests into the system and looks for
relevant pay-outs. Important is, that each partner invests in advance and counts on
medium and long-term results. The example might be also interesting because it has
shown so far, a good ability to adapt to environmental change. The development of
industrial production processes, services or technologies is the normal. Change is
pressuring to employers, schools, occupational schemes and students. Also, here it might
be interesting to observe how the system deals with these challenges.

The relevance for the WBL project seem to be evident. The table above shows that the
German VET system has institutionalized roles and professional standards for all actors.
While this is described here in short, more relevant documents like competency frames
or regulations can be provided.

c)

What lessons can be learned to help us design our occupational roles and

training curricula.
The presented content feeds directly into the topic of the project about designing roles and
training curricula. On the first hand a deeper look on training requirements or competence standards
might be interesting for the project. Secondly with respect to the cooperative aspect of private and
public sector it might be interesting to go a bit deeper into the described roles and collaborations.
While these are in practice not free from tensions a deeper analysis might be helpful to overcome
the “best practice” level and come to a more concrete level of learning about strengths and possible
pitfalls.

CASE STUDY 2: Cooperative stances as base for success
a) Describe the specific initiative or service that is of interest to the WBL
project
Vocational education and training forms an essential basis for economic growth,
prosperity and social cohesion in Germany. The German vocational training system with its
diverse training and career opportunities and qualification levels offers broad career
prospects and guarantees high employability. The key role played by companies, the close
cooperation between the federal government, the federal states and social partners, and the
low level of youth unemployment in Germany are the hallmarks of this successful model,
which rightly enjoys increasing international recognition.
The dual vocational training is a success factor for the business location Germany 6. The
combination of company practice and vocational school offers young people good conditions
for starting their working life and many career paths.

Figure 1. From school to work
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health service schools
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Universities
3 to 5 years
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Regulated vocational training

General education schools
10 to 13 years
Source: BundesministeriumfürBildung und Forschung (BMBF), 2018
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The dual training system makes a decisive contribution to ensuring that Germany has the lowest youth
unemployment in the European Union.

Every year about half of school leavers in Germany decide on dual vocational training.
They then learn in two places, in the company and in the vocational school. Therefore,
apprentices are both employees and pupils. They conclude a training contract with a
company. There they learn one of the roughly 330 recognized vocational training
occupations according to the Vocational Training Act (BBiG) or the Craft Ordinance (HwO)
(BMBF, 2018). For example, crafts and industry are looking today for apprentices,
especially in technical professions Motivated graduates have a good chance of finding a
training place.

Depending on the profession, training lasts between two and three and a half years. An
apprenticeship can also be completed part-time. In addition to compulsory full-time
compulsory school attendance, there are no additional educational requirements for
taking up dual training.

After passing the final exam, the trainees receive a certificate of successful completion of
the training. In the craft they receive a journeyman's letter. This certifies their
professional capacity to work in one of the state-recognized training occupations.

The Federal Ministry of Education and Research is involved in numerous programs aimed
at pupils, school leavers and dropouts in order to enable even more young people to get
started quickly in vocational training (BMBF, 2018).

b) Why it was chosen and why it is interesting or relevant for the WBL
project

As it has been described, the central characteristic of the German dual system of
vocational education and training is the close partnership between employers, trade unions and
the government. Thereby, the employers and the unions assume responsibility through their codetermination in the shaping of vocational education and training. The willingness of the
enterprises and companies to take responsibility could not be realized without co-determination.
This connection forms the basis of a working ‘public-private partnership’.

This partnership-based design and structure entails in particular several strengths, which should
be of interesting and relevant to consider for the WBL project:
The dual system links theory and practice in a variety of ways and thereby ensures a good combination in the
imparting of occupational skills and key qualifications. The objective of training is the acquisition of professional
action competence, i.e. a broadly based qualification instead of a narrow learning of specific activities

It allows for quick implementation of new skills requirements into the training processes, in
particular due to the fact that employers' representatives and trade unions are involved in the process of
developing training regulations (TRs). The renewal of existing TRs and the development of new TRs are usually
initiated by the social partners. In the companies, the trainees learn by using and applying the latest technologies
This makes the transition from training to regular employment easier, on the one hand, by letting the trainees
acquire practical experience in their occupation and allowing them to become familiar with the world of work and,
on the other hand, by providing the companies with sound knowledge about the skills of the trainees. After
completion of training, the companies therefore can take on a qualified skilled worker who can be integrated into
the company processes immediately
Public and private sources cooperate in the funding of vocational education and training
Source: Federal Institute for Vocational Education and Training (BIBB), 2014

c)

What lessons can be learned to help us design our occupational

roles and training curricula
Policy makers recognize that, in times of economic crisis, countries with a wide
use of work-based (dual system) apprenticeships have lower levels of youth
unemployment (OECD, 2010). Full-time school-based vocational training systems
characterize many European countries and in recent years initiatives have been taken
to establish and strengthen dual system vocational and education and training (VET)
structures in those countries (OECD & ILO, 2017). Dual-system apprenticeship depends
on the willingness of employers to offer training places and on their ability to provide
high quality training in the workplace. An important condition for developing dualsystem apprenticeship training and supporting increased participation of firms in
building skilled worker supply is to understand firms’ motivation for engagement or
disengagement, how they recruit and deliver training, and their skill needs.

The German model of dual vocational education and training is based on broad
consensus in the society as a whole. It has great prestige, and constitutes an
educational pathway that is still chosen by more than 50% of the young people in each
age cohort (BIBB, 2014). Dual vocational education and training is a crucial basis of
innovation, financial success and economic growth in Germany.

The linkage to the labour market and the participation of the enterprises in training, in
particular, are essential success factors. In the context of the anticipatedskilled worker
shortage, especially at the medium qualification level, the dual system of vocational
education and training could help to fill this gap. In this way, companies would be
enabled to train their skilled workers corresponding to their economic requirements in
a practice-related way. For young people, vocational education and training is a
prerequisite for social participation and the expansion of their independence. Positive
effects can therefore be observed at the individual level as well (Hensen, K., &HippachSchneider, U., 2014).

Vocational education and training is shaped by the cooperation of the participating
stakeholders. Assuring its quality and improving its attractiveness are key objectives.
The dual system of vocational education and training in Germany is therefore
characterized, in particular, by its corporatism and the division of educational policy
responsibility between the Federal Government, the Länder (Federal States) and the
social partners.

CASE STUDY 3: The system of vocational guidance and counselling in
Germany
a) Describe the specific initiative or service that is of interest to the WBL
project
Occupational orientation and vocational guidance are, since the late 60s and
with even greater attention today, solid components of secondary education.
Vocational orientation and career guidance must be understood as interlinked
measures that, with different content and different action formats, should equally help
students to choose a career and transition path to university and work. Career
orientation and career counselling are changing in their focus and approach as well as
in their institutional forms. There are very different models in international
comparison, especially as regards the distribution of roles between different actors
(employment services, schools, institutions and industry). In recent years, a number of
practice-oriented manuals (Brüggemann&Rahn, 2013, Messner, 2013) and studies on
the topic (Funke, 2015, Löwenbein, Sauer &Uhl, 2017, Rübner&Höft, 2017) have been
presented.

Goals and relevance
Historically, the development of career orientation, career guidance and study
counselling is a consequence of the differentiation of the educational and working

world (longer and more educational opportunities, higher relevance of vocational
qualification for broader groups, differentiation of job profiles and fields of activity).
The social individualization of life and education result in the fact that individuals
should make their career decisions free of (for example) family traditions and
according to their individual "aptitude and inclination". Individualization does not
mean completely independence from social conditions, but rather a change in the
relationship of individuals to these conditions. For example, Guichard (2008) points out
that the orientation of career guidance and vocational guidance over the past one
hundred years has always been consistent with changing and developing the world of
work (e.g. the change from the supply of workers who can meet the requirements of a
well-defined task to flexible, adaptable, socially competent and self-employed
employees in the service world of the early 21st century).

On the other hand, this future-oriented view, which is based on the conditions of
today's labour markets, contrasts with preparing young people as well as possible for
the first transition. So, the KMK (National Conference of Educational Ministers) writes:

"The course for a successful choice of career and thus for the transition to a vocational
training is provided by the obligatory practice-oriented vocational orientation with
individual recommendations in the schools of the secondary level. As part of this career
orientation, students in different subjects receive information about different professions.
In particular, they can develop a practical picture of the world of work, in some cases
through internships lasting several weeks in business enterprises, administrative authorities
or social institutions. This helps young people make their career choices based on a realistic
assessment. For the “Conference of Ministers of Culture and Education” (KMK), vocational
orientation in schools and a successful transition are of central importance for the
educational and professional biographies of young people ".

If one looks at the currently implemented concepts for career orientation (and
consulting), the following goals are the focus:

 The recognition of one's own "potentials", more specifically of personal, social
and professional competences. Typically, portfolio instruments such as the
career choice pass are used for this purpose.
 Getting to know professional fields. In addition to getting to know vocational
fields within the framework of teaching in different subjects, this is to be
achieved specifically through professional field explorations at non-school
learning locations. This is intended to broaden the knowledge of the regional
work and employment world and of different occupations.
 Get to know and test the practice of the working world through internships. In
the pre-school classes, students should be given direct and in-depth insights
into the world of work through one or more work experience placements and
be able to compare their own abilities and their suitability and interests with
them.
 Specification of the choice of occupation and / or study and the initiation of the
transition. At the end of the penultimate school year, students who leave the
general education school at the end of SEK I should decide whether they want
to (and can) apply for dual education or whether they want to (or can) continue
to qualify by attending SEK II. Students who have further educational needs to
reach vocational maturity should receive specific support. Students in SEK II
should also be supported by cooperating schools with companies, universities
and vocational and study counselling. At this late stage of vocational
orientation, there are also concrete training courses for the job application as
well as vocational guidance and course guidance from the BA.

These and similar models are widely implemented today in the different federal states.
Nevertheless, development tasks can still be named. Organizationally, these are made
up of the responsibilities and the institutionally provided resources (especially in the
school). In terms of content, they determine whether these concepts have enough
value for a future - oriented development of career management skills7 lay another life
course.

Shared responsibilities in vocational guidance and career orientation
Vocational guidance and counselling in Germany is based on a shared responsibility of
different actors, especially the schools (state sovereignty) and the Federal Employment
Agency. This shared responsibility was redefined in 2004 with a cooperation
agreement (and renewed in 2017). This holds in the core: "Federal Employment
Agency and Conference of Ministers of Education agree on the goal of enabling all
young people to successfully transition from school to education, study and work. This
includes, after completing the school without breaks and "holding patterns" to receive
training, study or other qualification for a job-related qualification and to be able to
complete this successfully“.

Other stakeholders include the business community as well as local and regional
partners (e.g. chambers, educational institutions) are of high relevance today. It can be
stated that with the end of the monopoly of the BA on Vocational Guidance (1998) and
with greater attention paid to Vocational Guidance (especially in SEK I) in the 2000s, a
large number of new actors, especially from educational institutions to local ones.
Implementation of career orientation. By way of example, projects can be mentioned here
that install "career guides" in the schools, which should offer closer support - specifically for
students who may have problems with the transition. In projects that implement this model,
educational institutions are then typically considered for practical implementation. The
qualification of the transitional companion can often be considered as very heterogeneous.

b) Why it was chosen and why it is interesting or relevant for the WBL
project

The example was chosen, because of a number of reasons. On the first hand and from
the view of the students the vocational education and training system in Germany is
relatively diverse and complex. It is linked to the more than 300 vocations and an
additional high number of school base trainings. For students today, not just the first
decision is of interest, but also the information and guidance regarding future
perspectives, income, further training, transfer to higher-education and – important –

labor market perspectives. A second important role of the career orientation and
guidance system and practice is the early intervention, especially when young people
have difficulties in their learning, personal skills and vocational orientation. In the last
decade Germany invested in this and developed the system forward. As mentioned
above the kind of activities and interventions offered support the actual questions of
young people and bridges between the labour-market and the young people. This goes
way beyond simple matching strategies. A third important role covers the problem of
dropouts and the re-integration of students who dropout from a first training or a
university program. Here the public employment service is extending the service to
support students during the training and in case of problems or thoughts about
braking up training. Last not least the guidance system need to adapt to the topic of
career management skills. For this topic first good examples can probably identified,
but not a full developed system.

c) What lessons can be learned to help us design our occupational roles
and training curricula
Probably the most important finding is that the career orientation and guidance for
young people before, during and after the vocational training needs the involvement
of different persons that are involved or accessible for the person. As described in
different competence profiles for career counsellors and guidance practitioners (e.g. in
the NICE Competence Standards, NICE 2016) distinguish between different levels of
training for different occupational roles. This is working very well for the presented
case, because we see here combination of on the one hand professional career
counsellors who have studied career counselling or have studied a relevant topic and
got an extended training for counselling and on the other hand person like trainers,
teachers, experts in the chambers, managers in the companies, social workers in
projects and others who work with career issues just in one of their working role. Thus,
they have a less intensive training with smaller curricula. Nevertheless, they need basic

knowledge and competences to work with young people in career topics and related
issues.

In terms of this the described example provides many links to academic curricula, job
descriptions or training programs etc. that describe the status quo. Competence
profiles like NICE or the “European reference competence profile for PES and EURES
counsellors”8 might provide a more general frame to contrast the concrete examples
that can be found in Germany. Due to current changes and described complexity of the
systems and sometimes the problems special interest should be given to networkingcompetences (e.g. working with school, employers, social work etc.), focusing on
challenges of digitalization (change in the occupational roles, use of ICT in training and
guidance), psychosocial and motivational issues as well as to aspects of mobility
(within the country, internationally, between occupations, between VET and higher
education etc.). This collection of current challenges is not complete but shows some
important examples where also in Germany a learning and development process is
going on.
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Annex 1: the “In Company Tutor” and “Job Counsellor” Job Profiles: knowledge, skills and
competences
JOB PROFILE – IN COMPANY TUTOR
Competency

Competency description

Knowledge

Skills

Expected
outcome
One curricular
module for
each nation
(IT, ES,CY)

1

Knowledge of national WBL
normative framework

- Apprenticeship normative
- Internship normative
- Rights and duties of the
involved actors

Being able to select the better
WBL pathway, taking into
account both the context of
the company, the workers’
skills and the juridical
framework

2

Management of the
mentor/mentee relationship

- Mentoring functions: i.e.
one-to-one meetings; group
mentoring; peer mentoring;
blended mentoring;
mentoring at distance, etc.
- Main mentoring techniques

Being able to choose the form
and techniques of mentoring
that are more adapt to the
company context and to the
learning characteristics of the
mentee.

One curricular
module

3

Meaning of professional
competencies

The tutor knows and is able to
“use” proficiently the WBL
jurisdiction, respecting the
organizational bonds of his
enterprise and protecting the
right for permanent learning
of the worker
The tutor guides the WBL user
on the basis of a
mentor/mentee relation. He
uses mentoring techniques to
follow the development of the
individual, helping him to
develop new competencies
adequate to the context and
to the characteristics of the
mentee
The tutor manages
strategically the processes of
competence-building of the
WBL user

- Learning principles and
constructs
- Models and instruments

Being able to individuate the
activities that could lead to
the development of
competencies

One curricular
module

4

Definition of the learning

The tutor decides and

- Techniques of definition and

Being able to analyze the

One curricular

programme

5

Didactic approaches and
learning techniques

6

Techniques of effective
communication and
assertiveness

describes the work that has to
be unrolled by the WBL user,
identifying the working
process, the main activities,
the responsibilities, the levels
of autonomy and the prerequisites necessary for the
realization of the tasks
The tutor uses pedagogic and
didactic approaches and
learning techniques that are
coherent with the formative
project and with the learning
styles of the mentee
The tutor manages the
emotive spoken and nonspoken aspects of
communication, through a
strategic use of proxemics,
kinaesthetic and
paralinguistic, in order to
favour the production of
functional emotions in the
WBL user.

realization of a job
description
- National repertories of
competencies

needs of the organization and
being able to write a job
description

module

- Didactics on the working
place
- Techniques of active
learning
- Learning styles

Being able to choose didactic
approaches and techniques
accordingly with the bonds
set by the formative project
and keeping in mind the
learning styles of the mentee
Being able to speak in a clear
and constructive way; being
able to listen in an active way;
being able to manage conflict
and objections; being able to
manage stress and negative
emotions; being able to say
“NO” wherever useful and
necessary; being able to
formulate requests in a
proper way; being able to
understand and use body
language in an effective way

One curricular
module

- The most useful principles
of assertive and effective
communication.
- The typologies of
communication: spoken, nonspoken, paraverbal
communication
- Assertive communication as
an instrument that favors and
intensify the collaboration
- Management of stress
situations and negative
emotions
- Conflict management
- Empathic listening, active
listening
- Strengthening of nonspoken communication

One curricular
module

7

Planning the evaluation phase

The tutor plans the evaluation
process on the basis of the
minimum standards of
performance related to
professional standards of
reference, projecting
rehearsals and defining the
indicators of observation in
collaboration with the tutor in
the sending organization

- Elements of psychology and
techniques of active listening
- Normative of reference
related to professional
standards
- Main approaches, methods
and instruments for
evaluation and certification
of learning
- Techniques of management
of evaluation interviews
- Techniques of evaluation
- Typologies of learning and
competencies audit
- Types of documents and
format for the tracking of
evaluation activities

Being able to do a direct and
summative evaluation; do a
recognition of the existing
competencies in relation with
the finalities of the exam;
realize procedures and
verification exams in
coherency with the project
planning and the rules of the
related system of evaluation
and certification; tracking the
process of evaluation through
reporting and informative or
documentary systems; utilize
behavioural codes in respect
with the criteria of
collegiality, objectivity,
impartiality and
independency; use grills and
instruments for the
evaluation of competencies;
define the setting of testing
and being able to manage
psychological characteristics;
coordinate with the sending
organization’s tutor in the
organization of evaluation
test

One curricular
module (?)

JOB PROFILE – JOB COUNSELLOR
Competency

Competency description

Knowledge

Skills

Expected
outcome
One curricular
module for
each nation
(IT, ES,CY)

1

Knowledge of national WBL
normative framework

- Apprenticeship normative
- Internship normative
- Rights and duties of the
involved actors

Being able to select the better
WBL pathway, taking into
account both the context of
the company, the workers’
skills and the juridical
framework

2

Management of the
mentor/mentee relationship

- Mentoring functions: i.e.
one-to-one meetings; group
mentoring; peer mentoring;
blended mentoring;
mentoring at distance, etc.
- Main mentoring techniques

Being able to choose the form
and techniques of mentoring
that are more adapt to the
company context and to the
learning characteristics of the
mentee.

One curricular
module

3

Individuation of transparent
competencies

The tutor knows and is able to
“use” proficiently the WBL
jurisdiction, respecting the
organizational bonds of his
enterprise and protecting the
right for permanent learning
of the worker
The tutor guides the WBL user
on the basis of a
mentor/mentee relation. He
uses mentoring techniques to
follow the development of the
individual, helping him to
develop new competencies
adequate to the context and
to the formative project
The tutor follows and supports
the process of recognition of
existing competencies, useful
for the development of a WBL
formative project

- National or regional
framework of qualifications
- Criteria of correlation
- National and regional
repertoires and informative
system of access and support
- Logics, architecture and
minimum standard of
processes and system of
individuation, validation and
certification of competences

Being able to support the
potential mentee in the
correct comprehension of the
characteristics of profiles and
competency units at the
center of the WBL pathway.
Being able to support the
potential mentee in the
correct comprehension of the
characteristics of the required
competencies.

One curricular
module

- Acknowledgment of
formative credits
- Principles and techniques of
identification and recognition
of formal, non-formal and
informal learnings of the
requesting users

4

Realization of the formative
project

Projectation of a formative
pathway, individuating the
learning results, the
knowledge that need to be
developed, the skills that must
be pursued, individuating also
the instruments for learning
evaluation

5

Evaluation planning

The tutor plans the evaluation
process on the basis of the
minimum standards of
performance related to
professional standards of

Being able to present
properly the selected WBL
pathway to the user and
being able to activate it.
Being able to conduct the
working sessions individually
or as part of a group, directed
to the progressive realization
and motivated presentation
of the experiences, in
reference to formal, nonformal and informal
learnings.
- Principles of job and
Being able to define a
One curricular
professional needs analysis
pathway for WBL learning in
module
- Phases and characteristics of terms of didactic objectives,
the formative process
expected results,
- Main methodologies and
methodologies, technological
didactic tools that could be
and instrumental results.
used in the various learning
Being able to identify didactic
contexts (in the classroom, in supports and instruments
e-learning), individually and
useful for a stimulation of
collectively.
learning and learning, at the
- Models and techniques of
beginning, in the
formative project-making and intermediate phase and at the
didactic programming
end of the process.
-Typologies of learning
evaluation tests
- Elements of psychology and Being able to do a direct and
One curricular
techniques of active listening summative evaluation; do a
module
- Normative of reference
recognition of the existing
related to professional
competencies in relation with
standards
the finalities of the exam;

6

WBL pathway evaluation

reference, projecting
rehearsals and defining the
indicators of observation in
collaboration with the tutor in
the hosting organization

- Main approaches, methods
and instruments for
evaluation and certification
of learning
- Techniques of management
of evaluation interviews
- Techniques of evaluation
- Typologies of learning and
competencies audit
- Types of documents and
format for the tracking of
evaluation activities

The tutor evaluates results
and effects accordingly to a
multitude of variables, during
and at the end of the pathway

- Methods and techniques of
analysis of the degree of
realization, result, impact and
system in a life-long learning
logic.
- Simple and complex
indicators of the learningteaching process
- Modalities of writing of the
evaluation report

realize procedures and
verification exams in
coherency with the project
planning and the rules of the
related system of evaluation
and certification; tracking the
process of evaluation through
reporting and informative or
documentary systems; utilize
behavioural codes in respect
with the criteria of
collegiality, objectivity,
impartiality and
independency; use grills and
instruments for the
evaluation of competencies;
define the setting of testing
and being able to manage
psychological characteristics;
coordinate with the sending
organization’s tutor in the
organization of evaluation
test
Evaluate results using
benchmarks and prepare
reports useful for the review
of objectives. Elaborate
instruments of result
evaluation and impact,
through the individuation of
the dimensions that need to
be tracked, indicators, criteria
and descriptive elements.

One curricular
module

- Quality indicators of the
WBL system based on the
EQAVET standard
- Techniques of evaluative
comparation

Being able to interact with
the various acords for the test
of effectiveness objectives
produced in terms of
personal, organizational and
relational performance.

